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Chapter One 
Introduction 
Dual-career marriages and the gendered roles and dynamics that take place within 
them (Gilbert, 1988) received increased attention in the 1980s (e.g. Greenhaus & Beutell, 
1985; Pleck, 1985; Wilcox-Matthew & Minor, 1989) as sources of multiple, stress inducing, 
and potentially conflicting, demands. This literature quickly shed light on gender role 
inequalities that typically occur in the family environment (Hoschild, 1989; Steil & 
Weltman, 1991 ; Gilbert, 1984). The impetus for this research at that time was a greater 
societal flexibility in women's roles in particular, as it became more accepted for women to 
work outside of the home, and also to remain committed to family responsibilities. 
Yet, most research primarily focused on implications for the family and marital dyad. 
That is, most studies delineated the childcare and household demands for the couple, as well 
as the potential strain on the marital relationship (Chassin, Zeiss, Cooper, & Reaven, 1985; 
Kingston & Nock, 1987; Moen & Dempster-McClain, 1987; Sekaran, 1983; Sholomskas & 
Axelrod, 1986;). Few studies addressed how multiple roles impact women as individuals. 
Parallel to the socialization processes that define women's self concepts as communally 
based (Brown & Gilligan, 1992; Gilligan, 1977), research seemed to construe women's 
multiple roles as solely affecting family and marital relationships, rather than also 
considering women's individual roles and emotional well-being. 
Lately, there has begun to be an emphasis on more individual factors that arise in 
home and career juggling, emerging as both challenges and rewards. Employed mothers 
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reported that their experience of overwhelming time constraints was the primary stressor in 
their lives, followed by the responsibility of coordinating family scheduling, and personal 
feelings of guilt and/or conflict (Rankin, 1993). Further challenges arise from occupational 
stressors (Reisch, 1984; Sund & Ostwald, 1985; Woods, 1985) and a lack of negotiation of 
home responsibilities, such as cleaning and cooking (Gilbert, Holahan, & Manning, 1981). 
Mental health effects and emotional experiences that can coexist with multiple roles have 
been articulated as well. Correlates of role strain have been used to measure the negative 
effects of multiple roles, including somatization, depression, anxiety, obsessive-compulsive 
behaviors, anger/hostility, and dissatisfaction (McBride, 1990). Women seem to be more at-
risk for developing psychological disorders from the effects of multiple roles than men 
(Kessler & McCrae, 1982). Simon (1995) argues that the discrepancy between amount of 
distress for men and women may be due to different social reference groups, with women 
comparing themselves to non-working women or their mother's perceived time spent with 
the family, and men comparing themselves to their father's minimal home role commitment 
The result, then, is greater guilt, feelings of inadequacy, and self-doubt for women as a result 
of their chosen self-reference groups (Simon, 1995). 
Alternatively, those with multiple roles may benefit as roles "cancel out" some of the 
negative effects stemming from any one role (McBride, 1990). Those with multiple roles 
have reported better health (Thoits, 1983; Verbuge, 1983; Verbuge & Maddans, 1985), a 
greater sense of personal agency (Meisenhelder, 1986), and an overall positive lifestyle, as a 
result of engaging in multiple home-career commitments (Skinner, 1980). Gilbert (1984b) 
adds that multiple roles can enhance intellectual companionship between couples, increase 
3 
income, increase development as independent people, and contribute to greater fulfillment 
(especially for women). 
Given the multiplicity of home and career demands, gender dynamics, socialized self 
and other perceptions, and effects on mental health, social relationships, and personal well-
being, research concerning specific positive and negative coping strategies is needed. Coping 
strategies research could identify the requisite behaviors needed to buffer the effects of 
stress, and enhance the positive qualities of multiple role commitments. Furthermore, 
incorporation of healthy coping strategies can facilitate the coping process once that time 
arrives. The purpose of the current study is to develop a measure to identify healthy coping 
strategies used by employed parents who make decisions regarding home and career 
involvements 
Conceptual Framework of the Study 
The current study utilizes the conceptual tenets of coping theory, which has been 
advanced by several theorists and researchers (Billings & Moos, 1984; Folkman & Lazarus, 
1980; Pearlin & Schooler, 1978). Central to the current study are the theoretical models and 
writings of Folkman and Lazarus (1980,1984), Heppner and Krauskopf (1987), Locke and 
Taylor (1993), and feminist interpretations of initial models of coping (eg. Banyard & 
Graham-Bermann, 1993; Long & Kahn, 1993). The following describes definitions of coping 
used in these conceptual models, which ail agree in their theoretical assumptions that coping 
is a dynamic, multifaceted construct that is free of positive or negative connotations attached 
to coping attempts. Implications for coping with multiple role stress, particularly in the lives 
of women facing these potential demands, will be addressed. 
Folkman and Lazarus' (1980) model, described more fully in an upcoming section, 
conceptualizes coping as a series of efforts that occurs in response to a stressor that 
constitutes an attempt to reduce stress. Specifically, "Coping consists of cognitive and 
behavioral efforts to manage specific external and/or internal demands that are appraised as 
taxing or exceeding the resources of the person" (Folkman & Lazarus, 1993, p. 112). These 
actions are carried out in a specific situation, and it is assumed in their model that "coping 
does not carry negative connotations for the person: all forms may be effective means of 
reducing stress, depending on the demands and the context, and failure to reduce stress 
means that the demands exceed resources. Coping efforts therefore can be conceptually 
distinguished from the success of these efforts" (Long & Kahn, 1993, p. 203). Defining 
coping in this manner is ideal in considering the specific situations that arise when one is 
attempting to meet multiple role demands. These situations are often complex and situation 
specific, making above assumptions a necessary part of the conceptualization of coping in 
these possible contexts. 
In fact, the beginnings of coping research used this value-free assumption, as Kahn et 
al. (1964) emphasized that coping should be defined independent of outcome. They included 
both "positive" and "negative" behaviors in their discussion of potential coping behaviors. 
They stated that, "The concept of coping is defined by the behaviors subsumed under it, not 
by the success of those behaviors. It may even prove profitable to concentrate upon those 
behaviors which are intended to cope with stress but which foil to do so.... It is often in 
situations of failure where the ramifications of a particular coping mechanism or defense can 
be seen most vividly" (p. 385). Locke and Taylor (1993) add that "one must be open-
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minded" in considering that coping behaviors can work "well or badly in particular persons, 
contexts, or occasions" (p. 200). They also provide a guide for measuring coping behaviors, 
as they state, "The goodness (efficacy, appropriateness) of a strategy is determined only by 
its effects in a given encounter and its effects in the long term." (Locke & Taylor, 1993, p. 
201). Again, such a conceptualization is appropriate for the current study because coping 
with home and career demands occurs in multiple contexts, involving multiple people, and 
posing multiple potential stressors. 
Heppner and Krauskoph (1987), as part of the personal problem-solving literature, 
also extend a definition of coping that is inclusive of varied coping experiences. This 
literature base is commonly regarded as overlapping with the coping literature base, and its 
definitions are similar in content and scope. Within this literature, problem solving is seen as, 
"a goal-directed sequence of cognitive and affective operations as well as behavioral 
responses for the purpose of adapting to internal or external demands or challenges. Problem 
solving and coping are considered synonymous [in this article]. Problem solving refers to 
successful and unsuccessful activities, as well as conscious and unconscious activities aimed 
at approaching or avoiding a problem." (p. 375) (Heppner & Krauskopf, 1987). They also 
provide examples of the subtleties of problem solving (i.e. coping) occurrences that illustrate 
the unseen nature of the processes and outcomes that unfold in response to a variety, and 
conglomeration, of stressors. They explain: 
The problem's source may be externally imposed (Le-, from one's external environment) or a problem 
might originale from within one's internal frame of reference (e.g., unfounded paranoia). Similarly a 
problem's cause may be external or internal. A problem's onset (Le. sudden versus gradual) can involve 
the occurrence of specific events or obstacles (e.g. unemployment) or involve the nonoccurrence of 
events (e g., subtle changes such as the loss of one's career aspirations; Schlossberg, 1981,1984). The 
problem's cost might involve low- or high-risk consequences, short- or long-term consequences, and 
entail individual or social consequences, (p. 378) 
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The personal problem solving literature's definition of problem solving (i.e. coping), 
then, can be used as support for the current study's conceptualization of coping, as it 
addresses necessary distinctions that are applicable to women's coping behaviors in facing 
potential home and career stress. This literature supports the notion that seemingly small or 
large adaptations employed in response to perceived stress can perhaps be beneficial in the 
short-term, and perhaps not so beneficial in the long-term. Yet, the positive or negative 
aspects of the outcome, or the presence of both positive and negative outcomes, does not 
negate that coping has occurred. Therefore, this distinction does not negate the existence of 
coping responses, but further elucidates them in the situations and contexts in which they are 
being employed. 
Feminist reformulations of existing coping theories agree with the independence of 
coping and its outcomes, and also add a component that recognizes social forces as they 
relate to coping attempts. Banyard and Graham-Bermann (1993) explain, "A reformulated 
theory, based on different women's experiences, explicitly examines the role of social forces 
(sexism, racism) and access to power as variables in the coping process rather than solely 
focusing on the individual" (p. 303). By adding this component, coping behaviors such as 
avoidance can be seen as adaptive in certain situations. For example, perhaps avoiding 
certain issues is used to save one's energy and resources for handling other, potentially more 
important or demanding, obstacles. This coping strategy can be particularly useful for 
women with rudimentary resources, in which daily survival is, in itself, a struggle (Banyard 
& Graham-Bermann, 1993). Representing this example in the current coping research can be 
done in this way: 
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A revised theory of coping would also more closely examine what is meant by different categories of 
coping. Not only will each type of coping strategy have diflfereut costs and benefits depending on the individual's 
social situation, but the meaning and description of strategies will be redefined. For example, the terms "passive 
strategies" or "avoidance" may mask a variety of actions that are discovered only by looting out through the 
eyes of various groups of women. In addition, coping will not only be seen as actions taken by and for the self 
but also those actions used to maximize the survival of others (such as children, family, friends), (p.313) 
Coping related to this last point, that deliberately puts needs of others ahead of one's 
own, has been termed "relational coping" (Fine, 1985), and has been relatively unexplored in 
the coping literature. Yet, women often engage in this type of coping when handling home 
and career demands. The current study investigates this type of coping, as well, by including 
items in the MRCI that portray this type of coping (e.g. Egalitarian Family Relationships). 
A dichotomous understanding of "good" or "bad" coping strategies, then, can be 
deleterious to women's efforts and to research that intends to investigate these efforts (Tom, 
1993). Instead, coping must be considered situationaily and contextually, and in terms of 
emotional outcomes (e.g. Wells, Hobfoil, & Lavin, 1997), such as whether certain attempted 
behaviors tend to increase or decrease anxiety, depression, hopelessness, life satisfaction, 
anger, and other emotions in both the short and long-term To avoid a narrow and unrealistic 
scope of coping, the following components must be included in current research that 
describes and attempts to ameliorate stress resulting from range of role demands and 
conflicts. The reconceptual ization proposed by the feminist literature is summarized by 
Banyard & Graham-Barmann (1993): 
A reformulated theory of coping reflects changes in all aspects of our current understanding of this 
phenomenon. The context in which coping occurs is redefined to include the influence of social forces and one's 
access to resources. These forces play a role in defining both the nature of the stressor to be dealt with and the 
range of coping options available. A revised theory documents women's strengths, views their lives as a valuable 
place from which to generate knowledge, and opens up traditional categories of coping strategies to scrutiny and 
more complex analyses. Coping is not restricted to actions taken by individuals to further their own survival but 
may be defined in terms of its impact on significant others. Furthermore, gender is viewed as a complicated 
variable that does not operate independently of age, race, class, or sexual orientation, (p. 314) 
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The current study will utilize the following definition of coping: 
Coping is defined as cognitive, affective, and/or behavioral attempts to reduce 
perceived unbeneficial experiences or increase perceived beneficial experiences in 
response to perceived demands, stemming from internal or external potentially 
disturbing stimuli. Such attempts may have implications for well being in a range of 
areas, including individual, social, relational, political, financial, and physical or mental 
health concerns, or any other circumstance related to decreased individual or group 
power relative to influential others. 
In the multiple role literature, few formal definitions of multiple role coping have 
been articulated One of the earliest and often cited definitions of multiple role coping, 
though, was presented by Hall (1972), and is organized into three types of coping. Under this 
conceptualization, Type I coping (structural role redefinition) is an attempt to deal directly 
with messages and actions contributed by role senders, with the conflict lessened by 
reciprocal agreement on a new range of expectations. Thus, Type I coping is relational and 
dynamic in nature. Type II coping (personal role redefinition) involves changing one's own 
perceptions, attitudes, and beliefs related to role expectations, rather than attempting to 
change the expectations themselves. Type in coping (reactive role behavior) relies solely on 
current role behaviors (e.g. meeting all expectations of the role senders), with no concurrent 
attempt to define the structure of those expectations for one's self. 
Type HI coping is conceptualized as less effective as they other two types of 
strategies, as posited by Hall (1972). Yet, attempts to be "superwoman" are commonly used 
by today's career women (Hoschiid, 1989) as ways to cope with multiple roles, but they may 
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not be healthy coping behaviors. Type HI coping has been described as "reactive coping" 
(Beutell & Greenhaus, 1983), even though it essentially involves passively accepting other's 
expectations for one's own role coping. Type HI coping is considered to be more prevalent in 
high stress situations (Anderson, 1976), because in these situations one's view is narrowed to 
only the most salient aspects of the stressor (Vroom, 1964), which typically constitutes 
traditional gender role behavior and expectations of others. Not surprisingly, women with 
traditional gender role beliefs tend to use Type HI coping more often than nontraditional 
women. Nontraditional women tend to experience more role conflict than traditional women, 
but they may be coping in more personally productive ways (i.e. Type I and II coping 
strategies) (Beutell & Greenhaus, 1983). 
For the current study, the definition of multiple role coping to be utilized draws on 
the previously presented definition of general coping, as well as Hall's (1972) conception of 
coping that involves multiple tiers and perspectives. The definition is as follows: 
Multiple role coping is defined as cognitive, affective, and/or behavioral attempts 
to reduce perceived unbeneficial experiences or increase perceived beneficial 
experiences in response to perceived internal or external demands, stemming from 
situations related to home and career activities. Such attempts may be conceived as 
generally healthy or unhealthy in nature, or may be a combination of the two in certain 
situations. However, a label that classifies an attempt as healthy or unhealthy may not 
be appropriate. Such attempts may also have implications for individual, social, 
relational, political, financial, and physical or mental health concerns within home and 
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career domains, and are forged to attempt to increase the power of the individual with 
respect to influential others within these domains. 
Need for a Measure of Multiple Role Cooing 
Recent studies in the multiple role literature have begun to focus more on women's 
attitudes and beliefs about potential demands stemming from multiple roles. (Laster, 
Newman, & Actions, 1998; Weitzman & Fitzgerald, 1996). To aid in the identification of 
healthy coping attitudes, Weitzman (1994) has conceptualized an ideal state of role planning, 
termed, "multiple role realism". Multiple role realism is defined in general terms as the 
realization that home and career roles are complex in nature, with a subsequent awareness of 
the need for extensive planning in managing the combination of these roles. Weitzman's 
(1994) theoretical model of multiple-role realism, comprised of three main foci: attitudes 
toward multiple-role planning, multiple-role knowledge, and multiple-role planning. The 
multiple-role planning category includes beliefs and attitudes reflecting knowledge/certainty, 
commitment to multiple roles, and independence. To assess attitudes in each of these areas, 
Weitzman and Fitzgerald (1996) constructed the Attitudes Toward Multiple Role Planning 
(ATMRP) scale, a 50-item instrument to measure young women's and men's beliefs and 
attitudes toward their future roles. An example of the item content is, "It's easy to be certain 
how to manage my future career and family obligations in ways that are realistic for me". 
Another is, "Choosing how to best manage my career and my family is something I have to 
do on my own: Nobody can tell me how to do it." In this way, the scale measures attitudes 
that can play significant roles in the areas of multiple role planning outlined above. The 
ATMRP seems to identify key ways in which one's beliefs about multiple roles may affect 
11 
future home and career demands. However, the scale does not address the actual coping 
behaviors that are intended to be employed 
Gilbert (1993) has also constructed a scale that is oriented toward young men's and 
women's expectations concerning their future roles. The Orientations to Occupational-
Family Integration Scale (OOFI), comprised of three scales that measure the traditionally of 
expectations for men and women, and also the role-sharing potential in these expectations. 
The items address respondents' general expectations of how they see themselves in the 
future, while visualizing the role-sharing quality of their relationships and family lifestyle. 
Example items include, "I see my spouse and I working full-time and sharing the financial 
responsibility continuously throughout our marriage", and "I see my spouse's income as 
providing extra money". However, because the items address the essence of role equality and 
sharing in the home environment, the details of exactly how each partner plans to cope with 
the subsequent demands and responsibilities, are not addressed. 
Though the ATMRP and OOFI address expectations for role planning in the future, 
they do not pinpoint the strategies one uses at the present when facing multiple roles. For 
women especially, role planning is related to perceived costs of future employment (Leslie, 
1986), and nontraditionality of career choice (Baber & Monaghan, 1988). Interpersonally, 
multiple role awareness is related to preference of emotional/relational skills (Hallett & 
Gilbert, 1997) and less responsibility as "the breadwinner" (O'Connell, Betz, &Kurth, 1989) 
for one's partner. Yet, delineating attitudes and expectations for multiple roles does not 
specify the strategies necessary to handle multiple responsibilities and conflictuel 
negotiations of these responsibilities. Prior scales assessing home-career coping strategies 
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have been helpful in identifying key coping behaviors, but have not included the 
methodological rigor to further research in this area while attending to reliability and validity 
(e.g. Wiersma, 1994). Other scales have either measured one's experience of home-career 
role conflict (Greenberger & O'Neil, 1990; Holahan & Gilbert, 1979) or career and gender 
role conflict (e.g. Chusmir & Koberg, 1986) solely. The present investigation seeks to further 
explore women's coping skills utilized to handle home-career conflict. The purpose of this 
study is to develop the Multiple Role Coping Inventory (MRCI) to assess women's use of 
specific coping skills, as they are facing simultaneous parental and career demands. 
The development of the MRCI is an important step for the field of Counseling 
Psychology for many reasons. First, the MRCI parallels the philosophy of the field, 
articulating ways that parents may cope with conflicting demands without assuming that 
there is something inherently disordered occurring in their current behaviors. Additionally, 
prior research in the area of home and career demands has, for the most part, been conducted 
in related fields such as marriage and family therapy, sociology, and industrial/organizational 
psychology. Relatively few studies have been conducted within the field of psychology, 
compared to the enumeration of studies that have appeared in journals specific to these other 
fields. Finally, the field of psychology should not continue to essentially ignore that multiple 
roles can have lasting impacts on mothers, fathers, and families. As more families take on 
multiple role demands, coping strategies should be made explicit to the individuals that are 
currently struggling to cope with potentially difficult daily stressors. Coping strategies can 
then be used to better individual life circumstances, and lead to enhanced mental health and 
life satisfaction. 
I 
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Chapter Two 
Literature Review 
The multiple role conflict literature is multi-faceted, posing an interrelation of several 
seemingly separate constructs, and addressing dynamics between home responsibilities and 
career commitments primarily. Stemming from both the home and career domains are 
multiple issues, each with its own set of dynamics and implications for issues housed within 
the opposing domain. Specifically, conceptual models and empirical research have identified 
the following areas as pertinent to investigations of multiple roles: role conflict, stress 
resulting from conflicting roles, family dynamics, effects on parenting, effects on career 
behaviors and commitment, division of household labor, negative and positive effects on 
mental and physical health, and coping strategies. The current study draws from all of these 
constructs to present a rationale for the development of an instrument to measure perceived 
coping strategies that are tailored to meet the demands inherent in the areas outlined above. 
Throughout this literature review, the importance of identifying specific coping strategies in 
each area will be highlighted. Additionally, relevant ways in which the content of the 
Multiple Role Coping Inventory (MRCI) addresses previously unaddressed interventions, 
will be presented. The MRCI will be investigated in the current study to assess the factor 
structure using a working mother sample; the sample will be accessed from employees of a 
major university. 
Concept"»* Fniwufatinns 
Contributions to the multiple role theoretical literature have been scant. However, the 
existing models have helped articulate multiple role dynamics and have progressed our 
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understanding of how gender socialization, familial responsibilities, and commitment to 
career are intertwined. Additionally, time constraints and other logistical concerns have been 
added to the difficulty of the situation, and must be considered in the overall equation. Three 
conceptual positions will be described, these are: a model of Multiple-Role Realism 
(Weitzman, 1994), the rational model, and, the gender role socialization model. The 
reciprocal nature of Work Interfering on Family (WIF) and Family Interfering on Work 
(FIW) will be examined as well. 
Multiple Role Realism 
Though there are no comprehensive theories addressing multiple role dynamics, 
Weitzman (1994) has offered a model addressing areas in the context of multiple role 
realism. Her model of multiple role realism integrates three areas of potential role conflicts, 
and identifies components of each that needs to be coped with given realistic concerns. She 
defines multiple role realism as "the recognition that multiple-role involvement is a complex 
and potentially stressful lifestyle, paired with awareness of the need for careful planning and 
consideration of the interface between work and family roles". She further distinguishes 
multiple role realism from a related construct, career maturity, as specifically involving the 
"interface of career and family issues", instead of focusing solely on career development 
Housed within the overall construct of Multiple-Role Realism lies the three specific 
areas of the model. They include: Attitudes Toward Multiple Role Planning, Multiple-Role 
Knowledge, and Multiple-Role Planning. Each of these areas is then composed of five 
theoretical scales that informs how one assesses attitudinal development in each of the areas. 
The first construct, Attitudes Towards Multiple Role Planning, includes the following 
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concepts: Knowledge/Certainty, Commitment to Multiple Roles, Independence, 
Involvement, and Flexibility/Compromise. Though Weitzman does not specifically expound 
upon how coping fits in her conceptualization of these areas, each of these attitudinal 
concepts has clear implications for coping behaviors utilized when one is a working parent, 
whether that time is the present or in the near future. Knowledge/Certainty assesses one's 
perceptions of their own knowledge level of multiple role issues and how certain one is 
about her or his abilities for the potential demands. Conceptually, Weitzman explains it as 
similar to the concept of problem-solving confidence, referred to in the problem-solving 
appraisal literature (Heppner & Petersen, 1982; Larson, Piereel, Imao, & Allen, 1990). 
Therefore, regarding coping, the attitudinal scale of Knowledge/Certainty presents a 
precursor to coping by stating that knowledge about multiple roles is crucial before healthy 
coping is to take place. Furthermore, openness to obtaining knowledge is important, so that 
knowledge may be assimilated. A scale that identifies coping skills, such as the MRCI, could 
be used to fill voids in one's knowledge in handling conflicting demands. In turn, greater 
knowledge can then shape attitudinal variables, such as enhancing the willingness to keep a 
career afloat, or by enhancing family relationships. 
The Flexibility/Compromise subscale seems to be most relevant to the utilization of 
coping behaviors. This scale assesses the "attitude toward developing flexible plans and 
recognition for the need in compromise in planning" (Weitzman, 1994). Again, this attitude 
seems to be another necessary precursor to engagement of actual coping behaviors, in that 
one must realize that future planning of multiple role behaviors is needed to handle them in 
healthy ways. And, although future plans may involve some role coping behaviors, these 
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could potentially be concrete coping items. For example, planning to take off time from work 
is a concrete coping behavior, rather than coping strategies aimed to maintain mental health, 
lower stress, and reduce role conflict, which are by-products of the direct coping behavior. 
Though future planning may be necessary for healthy multiple role coping, concrete planning 
alone will not ensure that one will be able to assess emotional needs, and cope with these 
needs, at the time multiple demands arise. The MRCI identifies strategies that not only 
monitor perceptions of equity in home and family tasks, but also proposes self-care coping 
skills that can increase satisfaction within home and career roles. 
Multiple-Role Knowledge, the second rubric within the model, seems to identify the 
benefits provided by a base of gathered information that one has collected in formal and 
informal ways. Such a base is then beneficial with which to work when deciding how to 
handle potential conflicts. Falling under this category are the following subscales: 
Consequences of Career Interruption, Employer Leave Policies, Negotiation and 
Communication Techniques, Cost and Availability of Childcare, and Anticipated Multiple-
Role Conflict Yet, knowledge in some of these areas may be so concrete that integrated 
knowledge of how to ask one's spouse to contribute more to the housework, for example, 
may involve more than knowing the simple mechanics of asking questions. Also involved 
may be coping with the feelings of hurt and injustice that may arise if a spouse is not 
agreeable to the suggestion for equitable effort In this case, coping may be more complex 
than simply gathering knowledge about confrontations. Selected skills on the MRCI identify 
the ability to sort out feelings, and also the utilization of family members' abilities to help 
resolve conflicts. 
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Finally, Multiple Role Planning, the third theoretical construct within Multiple Role 
Realism, includes Plans for Career Involvement, Plans for Career Interruption, Plans for 
Partner Assistance and Support, Timing of Family and Size of Family. These areas of 
planning seem to address time and resource allotment strategies. While resource 
management is an area that needs to be balanced for Wealthy coping to occur, it seems that 
coping involves much more than informed scheduling. Weitzman does indicate that Plans for 
Career Interruption may be more involved than simply planning when to have children. For 
example, the financial implications of taking a maternity leave (without pay), or of working 
part-time, imply that there are less financial resources for the family. Fewer resources can be 
especially problematic for single-parent families or dual worker families with a low 
combined income. In addition, by taking time off from one's career, future possible 
promotions and/or raises may be postponed or missed entirely. Devanna (1984) investigated 
career interruption effects on a sample of female M.B.A.S, and compared them to a matched 
male sample. Women with interrupted career paths earned incomes that were $ 1700 less (or 
4%) than the continuously employed women, and $6000 less (14%) than the male cohort's 
salaries. Multiple role planning, then, would involve saving money and otherwise planning 
for the time when financial resources will be reduced. Coping with this circumstance, 
though, may involve more complex approaches. For instance, it may involve strategizing 
how to meet the family's needs with less money. Or, it may also involve more convoluted 
challenges, such as how a mother negotiates her sense of self with a potentially major source 
of her identity is now limited due to the time off from, or fewer number of hours devoted to, 
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career tasks. Multiple role coping strategies allow women to combine paid work with family 
roles more easily, and increase the overall financial contribution to the family. 
Rational Model vs. Gender Role Socialization Perspectives 
Other conceptual advances, besides Weitzman s work, have been offered as well. An 
empirical attempt to determine the theoretical make up of role conflict and its perceived 
effects was conducted, specifically, to determine whether perceived role conflict is 
conceptually linked more to either "rational" or gender role socialization ideologies (Gutek, 
Searle, & Klepa, 1991). The rational perspective, as explained by the authors, is "the amount 
of conflict one perceives rises in proportion to the number of hours one expends in both the 
work and the family domains" (Keith & Schaeffer, 1984; Gutek, et al., 1991). Therefore, 
under this framework, it is expected that men and women will have equivalent experiences 
of role conflict for equivalent numbers of hours spent on both home and career tasks, 
respectively. In this study, role conflict was measured in two ways: 1 ) perceived effects of 
work on family life, Work Interfering on Family (WIF), and, 2) Family Interfering on Work 
(FIW). The gender role socialization perspective posits that "gender both directly influences 
perceived work-family conflict and moderates the relationship between hours spent in paid 
and family work and perceived work-family conflict" (Gutek, et al., 1991). Sets of 
hypotheses were constructed to measure the rational and gender role perspectives. Results 
indicated that aspects of both theoretical positions were valid. That is, there was some 
evidence for rational positions, such that, 1) Women and men both repotted more WIF than 
FIW (due to the number of hours spent in paid work, and the structure of most work 
environments). 2) The more hours a person spent in paid work, for women and men, the 
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more they both experienced WTF. 3) The more hours one spends on family activities, the 
more FTW they both experienced. Results supporting the first hypothesis have since been 
replicated (Frone, Russell, & Cooper, 1992). 
Yet, there is also evidence supporting the gender role socialization view of role 
conflict perceptions. These findings include: 1) When equivalent numbers of hours are spent 
in paid work and family activities, women perceive more WIF than men. These perceptions 
are interpreted as stemming from one's perceived "dominant" role, therefore hours spent in 
the alternative role seem more conflictual for each gender. It was initially hypothesized that 
men would experience more FTW than women, but this was not supported. 2) For women, the 
number of hours spent in family responsibilities was not related to FIW, but number of paid 
work hours were related to WIF. Finally, one gender role hypothesis was determined by the 
authors to be unsupported, but it seems there are implications that the authors did not 
consider. The hypothesis stated that men's number of paid work hours should not be related 
to WIF, but that number of hours in family work would be related to FIW. Results suggest 
that, for men, hours spent in family activities were uncorrelated with WIF, as well as paid 
work hours being uncorrelated with FIW. However, it could be that men's conceptions of 
FIW and WIF are unrelated to the number of hours spent in each domain, but could be 
related to socialized notions of "appropriate" gendered work areas. That is, men may feel 
significant amounts of FIW and WIF in certain situations (such as when an unexpected 
child's illness requires that he takes a day off from work to care for the child), but report 
relatively low amounts of perceived FIW or WIF in general. Possible conceptions such as this 
are not measured by this research design. Therefore, conclusions regarding which theoretical 
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perspectives are supported by the data, should be made on a tentative basis, especially when 
regarding complex and potentially convoluted WIF and FIW appraisals. Gender socialization 
hypotheses, in particular, should be based on more than just the number of hours spent in 
each area, they should also take into account situational determinants of one's subjective 
experience of FIW and/or WIF. This study, though, does lend creedence to the argument that 
women's and men's perceptions of role conflict can be both similar and different, seemingly 
dependent upon how the potentially conflictual area is measured and which constructs are 
included in the study. Role conflict and coping research should seek to identify specific 
behaviors and scenarios in which women and men are similar, and on which they tend to 
differ. 
The existing theoretical viewpoints, then, articulate realistic expectations for 
handling multiple roles, acknowledge aspects of both the rational and gender role 
socialization viewpoints as holding true, and emphasize the importance of the reciprocal 
nature of role spillover from work to family, and family to work. Beyond the conceptual 
frameworks, the empirical can be organized by explaining I) the beginnings of the multiple 
role movement in the field, and, 2) the areas of the multiple role literature showing relatively 
new relationships among several related constructs, such as role conflict stress, family 
dynamics, division of household labor, parenting, career commitment, and mental and 
physical health effects. 
Empirical Investigations 
Early Role Conflict Research 
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The 1980s represented an important time in the home-career investigative movement 
With the burgeoning independence of women in more varied home and career domains, and 
enhanced attention to women's equality in the 1960s and 1970s, researchers attempted to 
identify how these relatively new roles affected functioning in the marital dyad and the 
family (Greenhaus, Bedeian & Mossholder, 1987). Lewis and Cooper (1983) outlined several 
of the concerns of the time in a review article. They identified role conflict and career 
commitment as two variables that arc of particular importance to working mothers' 
lifestyles. In addition to career commitment, they identify the "motherhood mandate" 
(Russo, 1976) as a sociopolitical influence, in that women are expected to fulfill their 
societal obligation to bear children and be a "good mother". Furthermore, they note the 
primacy of the parent role as being a "powerful social expectation" for women (Lewis & 
Cooper, 1983), through which career and familial expectations are filtered. At the time, 
coping with role conflict was construed as being best achieved by changing and redefining 
one's expectations of others (Hall, 1972; Lewis & Cooper, 1983). Finally, it was also 
acknowledged at that time that the degree of role conflict present may be tempered by 
changing expectations rooted in personality differences, self-esteem, non-traditional beliefs, 
spousal support, and feminist attitudes (Holohan & Gilbert, 1979). 
Research conducted at this time, though, focused on the effects of role conflict, but 
neither the effects on the individual (i.e. the mother) nor her coping strategies in particular. 
Articles that did address intrapersonal effects were few, and tended to address these concerns 
on a theoretical basis rather than empirically (e.g. Wilcox-Matthew & Minor, 1989). The 
bulk of the literature at that time has found that women tend to experience greater role 
22 
conflict than men (Lewis & Cooper, 1983; Chassin, 1985; Greenglass, Pantony, & Burke, 
1988; Kramer & Melchoir, 1990), in addition to conflict among more varied combinations of 
roles (Greenglass, Pantony, & Burke, 1988). Most studies conducted in the 1980s sought to 
articulate the effects of stressful role conflict experiences, maternal role conflict on the 
family and the marital relationship, and whether work force participation for the mother is 
beneficial. Absent during this time was an articulation of how coping strategies could be 
utilized to temper the effects of role conflict 
Role Conflict Stress 
While stress has typically been considered as a variable that affects the individual, 
stress is a global social construct when compared to more specific measures of discomfort, 
such as guilt, anger, career dissatisfaction, or feelings of maternal inadequacy. 
Characteristics of social relationships can serve as either antecedents or outcomes of 
multiple role stress, though antecedents and outcomes are a current void in the dual career 
literature (Watkins & Subich, 1995). Differential effects of stress resulting from role conflict, 
however, has been a popular area of research. Role conflict seems to be negatively 
correlated, for both men and women, with marital satisifaction. For women, role conflict 
stress between all possible combinations of professional, self, parent, and spousal roles was 
negatively related to job satisfaction (Greenglass, Pantony, & Burke, 1988). Additionally, 
role conflict also seems to occur when each of the role demands are construed as equally 
important to the individual (Gilbert, Holahan, & Manning, 1981). More detailed research 
designs that address the dynamics of role conflict stress are needed. The MRCI can then be 
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used to identify the areas in which role stress is affecting healthy coping, and balancing areas 
that are particularly stressful. 
In fact, some have conceptualized stress as the culmination of a process of 
"contagion" that occurs across multiple roles (Boiger, DeLonger, Kessler, & Wethington, 
1989). Central to this idea are two types of overlap between roles, which then leads to 
multiple role stress. One type is "role spillover", in which stress from either career or work 
affects the other domain. Another type is "crossover", in which stress experienced by one 
partner affects the other partner directly. Crossover stress occurs as the result of dynamics 
within the marital dyad that go awry and fail to foster healthy coping. Crossover dynamics 
will be discussed with other family dynamics in the upcoming sections. Contagion of stress, 
then, may occur between the actual demands of home and career tasks, or it may occur as a 
result of a significant other's experience of role stress. Likely, though, the two processes are 
occurring simultaneously, with stress compounding as each experienced and/or vicarious 
demand unfolds. 
Stress has also been investigated as an outcome of either paid or unpaid work, taking 
place either in the workplace or in the home. Because women are traditionally assigned 
responsibility for home tasks, with or without participation in an accompanying paying job, 
stress has been investigated in each of these life situations. Women's elevated stress levels 
occur in both the paid and unpaid conditions as an indicator of work to home spillover, but 
additionally as result of household work responsibilities. This type of stress is described as a 
"lack of unwinding", or the absence of a stress-free time period when not engaged in paid 
work activities. An inability to "unwind", then, has important implications for recuperation 
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time in the home. Also important to "unwinding" are gender differences in men's and 
women's construal of events that take place within the home. Conger, Lorenz, Elder, and 
Simmons (1989) found that, between married couples, men were more likely to feel work 
stress and financial stress, while women were more likely to experience negative events 
within the home as stressful. Another term touted in the literature is "role strain", which is 
used almost synonymously with role stress. Greater role strain has been found to be linked 
with greater work-home conflict (Nelson, Quick, Hitt, & Moesel, 1990). 
A study of physiological indicators of stress, rare for the work-home literature, 
indicated that primary effects and gender differences are found at this basic reactionary level. 
Women's experience of physiological stress, as measured by elevated epipinephrine levels, 
was correlated the highest between day at work, and evening at home, indicating spillover 
between the two times and environments. Other types of physiological stress that carried into 
the weeknights for women, but less so for men, were higher systolic blood pressure, diastolic 
blood pressure, norepinephrine, and Cortisol. Furthermore, amount of overtime worked 
correlated with women's weekend levels of epinephrine, while no such relationship was 
found for men. The extension of physiological indicators of stress, such as epinephrine, that 
carry into the weekend is telling of the impact that multiple role stress can have on working 
mothers in particular. 
This physiological impact lends further credence to the need for interventions to be 
made available that could lessen negative emotional and physical effects. An assumption that 
Lundberg shares regarding these indicators of reaction to stress, is that differential gender 
outcomes could be due to the lack of choice women sustain in home and career pursuits. 
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While men are typically free to choose whether they want to participate in a combination of 
home and career activities, women are often locked into both roles due to power differentials 
in the marital dyad. The lack of choice and subsequent lack of control then seems to elevate 
individual psychological and physiological consequences due to the inherent social inequity 
of marital roles in Western society. 
Family Dynamics 
Family dynamics are more complex when both parents work, but studies have 
identified which aspects are more difficult to negotiate. Interpersonal concerns include 
potentially differential perceptions of work importance, competition between work roles 
within the family, inequality in commitment to household responsibilities, and childcare 
negotiation (Wilcox-Matthew & Minor, 1989). Yet, relationships are more stable when there 
is self-role congruence, where expectations about one's roles should be consistent with self-
concept (Hiller & Philliber, 1982). Given this ideal stability, ratings of personal and spousal 
roles have yielded differences in perceptions between husbands and wives. Husbands rated 
the "wife" role as more desirable than did wives, possibly indicating that husbands are not 
aware of wives' dissatisfaction with this role. Furthermore, when self-role congruence was 
measured by husbands' and wives' own definitions, effects were more convoluted. Marital 
satisfaction was highest when husbands saw wives' roles as being congruent with wives' 
self-concepts (Chassin, Zeiss, Cooper, & Reaven, 1985). Marital satisfaction was also 
present with either both or neither partners perceived themselves as performing well in the 
spousal role (Chassin, et aL, 1985). Therefore, it seems that an agreement between spousal 
perceptions is key to satisfaction. However, agreement between both members' perceptions 
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may be difficult to achieve in many instances. The MRCI could be used in the identification 
of areas in which coping may be needed to combat differing perceptions between self and 
partner concerning family responsibilities or guilt. 
Other studies have investigated personal role characteristics as leading to marital 
satisfaction and role manageability. Again, it is usually the other partner's perceptions of 
these characteristics that are influential in predicting satisfaction in the relationship. For 
example, similar levels of career commitment between husbands and wives led to less 
marital conflict than those with different levels of career commitment (Beutell & Greenhaus, 
1982). To complete the picture, when differential career levels were found, the number of 
children at home affected wives' role conflict Most interesting, though, were the results 
pertaining to coping. Reactive coping has been addressed theoretically by Hall (1972), who 
included it in a discussion of levels of coping with role strain. Reactive coping is enacted by 
trying to meet all role demands imposed by one's partner, without redefining roles in terms 
of personal criteria. Results show that when wives employed "reactive" coping strategies, 
these strategies diminished life satisfaction when husbands were dissatisfied with their own 
lives (Beutell & Greenhaus, 1982). These results suggest that even coping attempts are 
linked largely to one's partner's perceptions and expectations, especially for women. 
However, coping that incorporates extended quality time spent as a couple enhances marital 
satisfaction (Kingston & Nock, 1987). The MRCI can be used to identify personal proactive 
coping, thereby reducing the likelihood that reactive coping would be utilized. 
Another example of the reciprocal nature of multiple role conflict between partners 
occurs as "contagion" of stress, introduced in the previous section devoted to role stress. 
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Contagion occurs when one partner experiences role conflict, and subsequently affects the 
other partner with his or her exhibited stress. Bolger, DeLongis, Kessler, and Wethington 
(1989) conducted the first quantitative attempt to document this contagion. While prior 
attempts had assessed this phenomenon using qualitative methods, the authors used day-to­
day measures of the couples' behaviors to document stress as it occurred as a product of 
other events, both within and outside the home. Results indicate that both work to home and 
home to work stress exists, with home to work stress being more prevalent for men than 
women. Work to home stress does occur for both genders, but the relationship is not as 
strong as for men's home to work stress. However, while overload occurs more often at work 
than at home for men, percentages of overload in both arenas are equally high for women. 
Once the spillover of stress begins between home and work environments, husbands 
and wives compensate for it in different ways. When both husbands and wives are 
overloaded at work, there is a positive association between the spouse's overload at work, 
and one's own experienced overload at home. Women are more likely to respond to a 
husband's hectic day at work with in an increase in her own work at home on those days. 
Yet, men do not reciprocate and increase their housework on the days that women have 
hectic days at work. On those days, women decrease their own workload at home, but only 
delay the housework for a later date. Dynamics such as these, among the others reviewed 
thus far, are responsible for women's greater experience of overload of home responsibilities 
(Bolger, DeLongis, Kessler, Wethington, 1989). 
Reciprocality of behavior can also be supportive in nature, as Burley (1995) 
discovered in a path analysis of variables relevant to home-career conflict, including marital 
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adjustment, gender, work-family conflict, number of children, equity of home labor, and 
spousal social support Spousal social support and equity of home labor were mediating 
variables in the relationship between work-family conflict and diminished marital 
adjustment Though the effects generally were small, results such as these indicate that 
partner contributions to one's emotional well-being, and equity of workload at home, can be 
helpful coping resources. 
Division of Household Labor 
Since the mid 1980s, division of labor in the household has emerged as a growing 
source of inequity In fact, inequity is so prevalent that women have been described as 
working a "second shift" at home when the paid work day is over (Hochshild, 1989). 
Division of tasks tends to reflect the degree of egalitarianism present in the household. 
Obstacles arise, though, as an awareness of inequity does not guarantee that it will be 
corrected. Though many men cognitively know that traditional ways of household 
caretaking, where women are primarily responsible for childcare in particular, are unfair and 
deprive the children of time with their father, in practice, old behaviors often prevail 
(Gilbert, 1984a). Given that spousal support is related to lesser amounts of role conflict 
(Gilbert, 1984b; Hernandez-Holtzman, 1984), it becomes important to investigate ways in 
which support can be enhanced using tailored coping strategies for both partners. 
Specifically, some role conflicts are sidestepped if the husband agrees with the wife's 
decisions of home and career responsibilities. Such agreement is more likely to occur when 
balancing the power differential of the family. This agreement could be facilitated when the 
wife's contribution to the family's financial resources is welcomed by the husband. 
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Multiple other inequities exist in the division of household labor, and research has 
highlighted inequity of labor as an important distinction. Perceived inequity of household 
labor is a stronger predictor of overall well-being than the actual number of hours devoted to 
family responsibilities (Cowan, 1991). Women tend to perceive more inequity in 
demonstrated commitment to household tasks than men (Hughes & Galinsky, 1994). Such 
inequities typically take the form of greater time spent in household tasks for mothers, 
relative to fathers. Mothers devote more time to childcare activities, which also includes a 
wider range of parenting behaviors than men exhibit The bulk of men's childcare time is 
spent playing with their children, which is still less than the amount of time women spend 
playing with their children. Mother's childcare activities are also typically the least desirable 
parenting activities, such as doing the child's laundry, getting up with the child in the middle 
of the night, and deciding how to respond to children when they cry (Cowan & Cowan, 
1988). Differences in perceptions of equity between parents are most discrepant regarding 
who arranges babysitter's and doctor's appointments and who typically takes the child out 
Mothers also seem to be more committed to other household activities, such as grocery 
shopping, paying the bills, and doing laundry than fathers (Olds, 1980). Household chores are 
significantly predictive of role conflict for mothers, but not for fathers (Wiersma & Van Den 
Berg, 1991). Chores may contribute to role conflict more for women due to the unequal 
nature of their distribution within the home. 
A few studies have expanded somewhat on these discrepancies, and have begun to 
investigate how differing perceptions affect the marital dyad and family harmony. Wives 
who are satisfied with the household commitment of their husbands are significantly less 
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depressed than those who are not satisfied. Moreover, those who were less satisfied 
acknowledged a greater incidence of "thoughts of divorce" than those who were more 
satisfied (Pina & Bengston, 1993). Given the potential consequences for families, martial 
relationships, and individual satisfaction, more research is needed to articulate at which point 
interventions are optimal. The MRCI can aid in the identification of these intervention 
points, and offer strategies to utilize in these instances. 
Parenting Concerns 
In a review of studies conducted in the 10 years prior to the publication of her article, 
Hoffman highlighted the empirical conclusions of research investigating the effects of 
maternal employment on family dynamics, and child rearing in particular. She reiterates that 
no consistent differences have been found in marital relationship quality between employed 
and non-employed mothers, and any negative correlations between maternal employment 
and marital satisfaction that have surfaced have been due to traditional gender role attitudes 
held by the father, attitudes of low SES samples, when employment is resented by either 
partner, or if the father is the sole reporter of the effects (Hoffman, 1989). In educated or 
middle class samples, the relationship has been generally positive. Contributing factors have 
been the mother's preference to work, when the mother is the reporter, and when the 
mother's work status has been reported to enhance the marriage (Hoffman, 1986, as cited in 
Hoffman, 1989). Specifically, maternal work seems to provide a buffer against stress that 
arises from the dyad (Weintraub, Jaeger, & Hoffman, 1988). Maternal affect is linked to her 
children's behavior, including positive affect (Yarrow, 1979). Positive affect, then, tends to 
provide a buffer against any negative effects of employment on parenting that present 
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themselves. Variables associated with positive maternal employment affect include whether 
mothers desire employment and the stability childcare availability. More specific results of 
positive maternal affect, relating to her employment status, include children's attitude and 
achievement strivings, child adjustment, and enhanced maternal ability to handle "difficult" 
children (Guibaldi & Nastasi, 1987, as cited in Hoffman, 1989). 
By default, maternal employment most often results in a redistribution of the division 
of labor within the home. Fathers devote more time to parenting and household tasks when 
the necessity of equitable commitment to these tasks is present. Consequently, there is some 
evidence that this effort aids in reducing paternal traditionality (Baruch & Barnett, 1986). 
More equitable exposure to the father's parenting skills has also been found in one 
longitudinal study to be predictive of higher child IQ scores, higher academic achievement, 
and enhanced social skills in both daughters and sons (Gottfried, Gottfried, & Bathurst, 
1988). An added benefit to men's active participation in parenting is that it helps facilitate 
transition to the parent role following the birth of the couple's first child (Cowan & Cowan, 
1988). Mote positive cognitive, social, and parenting outcomes have been found in recent 
studies, in response to initial studies that suggested lower grades in school and lower IQ 
scores (Hoffman, 1979). However, these early studies did not take into account equitable 
paternal contribution to the parenting environment, a benefit which seems to have emerged 
in recent years (Hoffman, 1989). Effects such as these tend to make up for small negative 
effects that may arise due to less time spent by the mother in the home (Hoffman, 1986). 
Additionally, maternal employment in its own right has been found to foster independent and 
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less traditionally socialized behavior in daughters in particular, while instilling gender 
equitable beliefs in sons as well (Zaslow, 1987). 
In summary, recent research has articulated the relationship between parental 
employment and devotion to parenting behaviors, highlighting contributions by both 
partners, and recognizing the importance of both maternal and paternal parenting behaviors 
as they facilitate egalitarian attitudes and overall positive child development. Prior myths 
concerning maternal role conflict and the attributed "low quality" parenting skills as a 
function of full-time employment have been largely debunked in favor of a less traditional 
and more flexible plan for optimal parenting attitudes and behaviors. The MRCI can be used 
in future research, then, to identify coping strategies that can help both men and women 
combine roles, and to indirectly foster children's development. 
Career Behaviors and Commitment 
Many assume that career commitment is injurious to women's family responsibilities. 
In fact, women tend to show less psychological commitment to career tasks when their 
children are young, even though their workforce behaviors may not evidence this 
discrepancy. That is, workforce commitment may be maintained behaviorally, while 
psychological commitment wanes (Moen & Smith, 1986). Yet, less psychological 
commitment does not necessarily mean that inadequate psychological commitment is 
prevalent in the workplace. Studies have attempted to identify which aspects of women's 
multiple roles are related to career variables, which may then help women to be planful in 
their multiple role coping choices. Very few studies have extended this line of research to 
include coping, but differential career effects have been found. One study conducted by 
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Nevill and Damico (1978) of 518 working women measured role-conflict in eight categories, 
including time management, relations with husband, household management, financial, child 
care, expectations for self, expectations of others, and guilt. Women's expectations of 
themselves were the most stressful. Level of occupational prestige, though, was also a 
noteworthy variable, as professional women and homemakers both indicated low levels of 
role conflict. Alternatively, Alpert and Jacobs (as cited in Jacobs & Meltzer, 1988) found 
that married professional mothers who "want it all " equated success with striking the coveted 
balance between roles, and sometimes were "harsh critics" of themselves. In this case, how 
women cope with balancing roles, and silencing their own critical voice, would advance 
positive coping strategies. Using positive self-talk is a coping strategy included in the current 
coping scale. Others have also concluded that the way in which roles are viewed, rather than 
solely the presence of multiple roles, seems to be a crucial component in whether role strain 
or role conflict results (Bourne & Wikler, 1982). 
The number of hours worked seems to be an important factor in maternal negative 
affect, as mothers of infants who work more than 40 hours per week are more anxious than 
those who limit themselves to a 40-hour work week (Owen & Cox, 1988). Finally, unstable 
employment has been linked somewhat to less commitment to parenting tasks and less ego 
strength during the child's kindergarten years (Goldberg & Easterbrooks, 1988), but this 
finding was not substantiated in another study (Gottfried, Gottfried, & Bathurst, 1988). The 
MRCI includes a subscale devoted to measuring career commitment coping, in light of other 
potential demands, that could help mothers retain fulfilling employment they enjoy. 
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While both working parents state they want mothers to devote less time to paid 
employment, this preference results in working mothers sacrificing career progress by 
working part-time (Moen & Dempster-McClain, 1987). This strategy will lower role conflict 
due to the number of hours spent in career tasks, but other deleterious effects may not be 
considered. Potential positive effects of working outside the home, such as a greater sense of 
autonomy and a sense of contributing financially to the family (Hoffman, 1989), may be 
sacrificed as well. Working mothers and fathers seem to have similar levels of career 
saliency in terms of their self-concept and level of reported career commitment (Sekaran, 
1986). Working parents who are in favor of the part-time career approach may fail to 
consider that creative coping efforts may ensure that working women and men could both 
work full-time and devote time to their families while gaining the positive attributes offered 
by both worlds. Prioritizing tasks has been a popular compromise to handle role 
responsibilities, and is typically suggested as an ideal way of coping with multiple roles. It 
may be, though, that sometimes certain roles may suffer if they are continually reprioritized. 
In this instance, then, creative handling of multiple roles can ensure that certain tasks are not 
slighted continually, but are rotated with demands presented from other pertinent household 
responsibilities. Attention to coping, and assessing whether an over reliance on one or two 
strategies is occurring, can correct unhealthy coping that may otherwise continue unassessed. 
Mental and Physical Health Effects 
Various mental health effects, both negative and positive, have been linked to 
multiple roles and their management. Negative effects for women include costs to career 
aspirations (O'Leary, 1974)) and progress (Poole & Langan-Fox, 1992), self blame, and 
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blame from others when there are problems in the family (Caplan & Hall-McCorquodale, 
1985). Mental health effects on women, stemming from role strain, have included 
somatization, depression, anxiety, anger/hostility, obsessive-compulsive traits, and guilt 
(McBride, 1990). Of these, depression has received the most attention to date (McBride, 
1989), but specific contributing processes have not been researched. One hypothesis is that 
attributional processes, the ways in which parents construe the meanings of their multiple 
roles, may contribute to types of coping strategies used. Attributional processes have been 
established to affect general depression, and vice versa. If one believes that there is no 
benefit in attempting to cope with multiple, and seemingly conflicting, demands, depression 
is more likely to ensue (Rislrin, Rholes, Brannon, & Bailey, 1986). Once depressed, one is 
less likely to be motivated to employ new strategies to cope with challenges, and negative 
schemata are employed to view the world (Pietromonaco & Rook, 1987). Challenges 
inherent to multiple roles may include demands affecting time schedules or emotional 
resources. In the depression scenario, then, a cycle is engaged that begins with negative 
attributional explanations decreasing positive mood, fewer creative coping strategies utilized 
due to depressive mood and negative schemata, and further depression developing as 
rumination and a lack of engaged creative coping continues. An assessment of the utilization 
of a wide variety of coping skills can then interrupt this cycle and concretely counteract 
unhealthy and reactive behaviors. 
A related negative mental health effect is guilt, affected by one's perception of being 
an adequate parent and/or worker. Adequacy, though, may typically be related more to the 
internalization of societal roles, than to the actual effectiveness of performing within those 
I 
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roles. Child-related concerns (expectations of how one's children are faring while parents are 
at work) are predictive of role strain, depression, and organizational commitment 
Conceivably, these outcomes are due to accompanying guilt experienced because of feared 
negative consequences of employment These effects contributed uniquely to the variance, 
above the amount of concern for how one's children are behaving and adjusting in general. 
Because guilt of this type is distinct from general guilt, it would be fruitful to assess this area 
for working parents often. 
Studies that measure guilt specifically are few, but have increasingly been developed 
in the 1990s, since a greater emphasis has been placed on the individual in the home-career 
literature more recently. In a study of various types of parental stressors, role conflict and 
guilt were ranked as third, behind time constraints and coordinating scheduling, as major 
stressors experienced by mothers (Rankin, 1993). One study focused solely on guilt and other 
related variables. Guilt was experienced in relatively equal amounts between men and 
women, though it was hypothesized by the authors that women would experience greater 
guilt than men with children in daycare. Role conflict was also experienced similarly 
between men and women, contrary to most prior studies that have shown greater role conflict 
for women. Some have hypothesized that similar levels of role conflict may be a product of 
women's lowered reports of role conflict due to fear that it would be used as an argument 
that they should not be employed with young children (Pleck, Staines & Lang, 1980). Fears 
such as these may then trigger guilt, which can be reinforced by others' gendered 
expectations of role behaviors. So, guilt may be linked to reporting of role conflict. Assessing 
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guilt regularly may then uncover hidden role conflict and its accompanying challenges, in 
turn enhancing direct coping. 
Differential affective outcomes have been found between the genders. Differential 
rankings were shown for feelings as a result of role conflict, with guilt ranking third behind 
anger and exhaustion for women, and second behind anger for men. Women have repotted 
significantly more guilt than men on one subscale that measures conflict between parent and 
self-roles. Number of hours that children attend daycare was also predictive of guilt for 
women, but not for men (Shaw & Burns, 1993). Each of these findings can be interpreted as 
a result of the societal gender role prescriptions for women. Historically, women have been 
expected to focus on their families before themselves, and have also typically been solely 
responsible for childcare (Smith, 1981), giving selflessly to the good of the family while 
neglecting active coping that would enhance self-care strategies. An imbalance between 
familial focus and self-care may promote guilt. Instruments such as the MRCI could be 
employed to assess such a balance. 
Finally, guilt occurs as a product of one's social constructions. One study articulated 
the social construction of guilt, and its differential effects on men and women. The 
contributing social milieu is one in which mothers have traditionally been devoted to the 
primacy of parental responsibilities, while fathers have fulfilled their family obligations by 
sustaining gainful employment Therefore, men's family and work roles are more closely 
interrelated than women's (Simon, 1992). These socioculturel factors influence one's self-
reference groups, as working mothers compare themselves to their own mothers and, 
similarly, working fathers compare themselves to their own fathers. The result of these self-
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comparisons, though, lead to differential self-judgments. Devotion to the parenting role is 
easier to assess for men for two reasons, 1) because men's work and family roles are more 
closely interwoven according to sociocultural norms, and, 2) because contemporary working 
mothers are more likely to spend less time with their children compared to their mothers, 
thus making positive self-reference comparisons more difficult to achieve. Specifically, 
women's self-reference comparisons to their mothers typically lead to guilt and self-doubt, 
while men's comparisons are favorable compared to fathers, and consequently lead to 
feelings of enhanced self-worth and satisfaction with their efforts (Simon, 1995). Again, guilt 
could be decreased if assessed replaced with more realistic and self expectations. 
Though conflicting roles may produce role strain, health problems, and 
uncomfortable emotional reactions, not all outcomes stemming from multiple roles are 
negative Networks of social support, coping efforts, the salience of the role to the self, and a 
parent's overall self-esteem may each work to lessen role strain and enhance positive 
personal outcomes (McBride, 1990). Work serves as a buffer to problems in the marital 
dyad, though parenting seems to increase career-related stress (Kandel, Davies, & Raveis, 
1985). Yet, positive handling of multiple roles may "cancel out " the deleterious effects, and 
may benefit women—and men—in previously unseen ways (McBride, 1990). Benefits have 
also included enhanced health (Verbugge, 1983) and a sense of autonomy (Warren & 
McEachren, 1985). Therefore, arising out of conflict is the potential for greater fulfillment, 
but only if beneficial coping strategies are utilized. 
Cognitive enhancement may also result from multiple role planning. Though no 
studies have measured these potential effects for working parents, Kramer and Melchoir 
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(1990) sampled high school freshmen to assess whether future expectations of role planning 
were related to a higher degree of social cognitive development Role articulation and 
perceived future role conflict were assessed, as well as social cognitive beliefs. Social 
cognitive beliefs were assessed using three levels of development, evidencing absolute, 
relativistic, or dialectical thinking. Absolute thinking is characterized by seeing traits and 
types that are fixed and reductionistic. Relativistic thinking, however, implies a changeable 
world, and an awareness that contradiction is sometimes inevitable. Finally, dialectical 
thinking constitutes an integration of disparate concepts, and conceptualizes contradiction as 
inevitable to reach "growth through resolution" (Kramer, 1989). Results indicate that young 
women predicted more future role conflict, and a greater degree of articulation of their future 
roles than young men reported. Concomitantly, young women showed a greater tendency 
toward relativistic and dialectical thinking, the two advanced cognitive patterns. Role 
articulation and synthesis correlated with social cognition. Though not conclusive, these 
results show promise for enhanced cognitive skills as outcomes of advanced relationship, 
role, and career strategizing. In summary, negative effects of multiple role conflict include 
elevated psychological and physiological stress levels, contagion of role stress dynamics, 
unequal perceptions of household roles and division of labor, and less time that children are 
exposed to fathers as involved parents. Benefits include: 1) a greater sense of autonomy, 
well-being, and positive personal coping, 2) rich family, marital, and other social 
relationships, and 3) enhanced career commitment, progress, and financial resource equity, 
and 4) greater power experienced across relationships. 
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Coping with Stress 
The general coping literature is expansive, and, though the complete literature base is 
beyond the scope of this review, it supports the contention that stressful home-career 
responsibilities warrant appropriate coping behaviors. The coping literature base also 
supports using specific behaviors to ameliorate potentially stressful situations, which may 
occur as potentially conflictual home-career circumstances arise. The following is a brief 
review of relevant literature in this area as it applies to coping with home and career 
demands. Three lines of coping theory and research are presented: general coping, problem 
solving appraisal, and social problem solving. 
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General Copine 
Lazarus and Folkman (1991) review general approaches to coping, emphasizing 
distinctions between different types of coping strategies. For example, they discuss 
Menninger's (1963) work, in which coping strategies are conceptualized as "regulatory 
devices", arranged in a five-tiered hierarchy. Within this hierarchy, the top tier is devoted to 
coping strategies useful for daily stressors. Examples include humor, crying, self-control, 
thinking it through, and working off excess energy. Strategies in this tier are considered 
"normal", unless they are used too frequently, or with too much zeal. That is, once a coping 
strategy is detrimental to healthy coping, in this hierarchy, it loses its distinction as a coping 
strategy. So, when one laughs too easily, talks too much, or seems too restless, the lack of 
control compromises one's internal equilibrium. Furthermore, the greater the threat is to 
one's basic internal organization, the more "primitive" the strategy employed. 
Examples of increasingly more "primitive" coping are found in each of the second 
through fifth tiers of coping strategies. Second-order coping mechanisms include 
dissociation, displaced aggression, and self-imposed restriction or intoxication. Coping 
mechanisms become increasingly more self-destructive in the third tier of the hierarchy, as 
displays of aggression become more explosive and violent. Moreover, panic attacks may be 
witnessed as part of this third tier of coping mechanisms. The fourth tier becomes 
progressively uncontrolled, and the fifth tier is marked by "total disintegration of the ego" 
(Menninger, 1963, In Lazarus & Folkman, 1991). Organizing coping mechanisms according 
to a hierarchy allows one to conceptualize how healthy coping differs from coping that 
further contributes to the initial dilemmas. In this way, home and career conflicts can be 
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similarly conceptualized as resolved with healthy coping, or in ways that progress the 
disequilibrium of conflictual coping. It becomes increasingly important, then, for healthy 
coping strategies to be identified and promoted for parents who also work outside the home. 
Lazarus and Folkman (1991) also point out the limitations of the traditional coping 
literature base. Firstly, initial studies on coping strategies have categorized this traditional 
base as exclusively belonging to the "trait" or "style" camp. People are then referred to in 
terms of their coping styles in the literature, whether they are "avoidant", "deniers", etc. 
Terms are applied as if one copes the same way in each of a multitude of daily situations, 
with a parallel multitude of contingencies attached. In reality, though, coping behaviors are 
rarely able to be categorized definitively into a particular trait category because coping is 
inherently a situational, multidimensional activity. Articulated more strongly by Lazarus and 
Folkman (1991), "in seeking to understand coping or its antecedent and consequent 
correlates there is no substitute for direct assessment of coping acts and how they change 
with the changing demands of the situations as these are appraised by the person." In 
applying this conviction to home-career coping, working parents should continually assess 
their own coping behaviors, and whether they are meeting the challenges of home-career 
roles in healthy ways, without compromising one's own well-being or the family's well-
being. 
Lazarus and Folkman (1991) also make a subtle and important distinction between 
coping as an "automatized" behavior, and coping as an effortful behavior. They note that this 
distinction has not been offered by tradtional coping research and theory. Presumably, the 
sooner that a coping behavior becomes automatized, the sooner it can effectively help one 
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manage daily stressors and other conflictual situations. However, in the early stages of 
learning new coping behaviors, a large amount of effort is needed to adopt the strategy. Once 
the behavior has become learned, however, automization takes place more readily. Though 
not all adaptive responses constitute coping, coping is distinguished as a "subset of 
adaptational activities" (Lazarus & Folkman, 1991), requiring effort, but different from 
simply every relational behavior one enacts in accordance with the environment The MRCI 
has been constructed to categorize effortful coping in the domain of home and career 
strategies. Some of these behaviors may be automatized already, particularly if practiced 
substantially. However, other novel coping experiences may be introduced and practiced, 
offering another purpose of the MRCI. 
Another misunderstood component of coping is the confounding of coping with 
outcome In daily life, when one speaks of coping with a particular problem, it is assumed 
that one coped with that problem successfully. It is possible that an unhealthy coping strategy 
was employed, that had little effect on ameliorating the stressful situation. Alternatively, it is 
possible that adaptive, healthy, coping strategies are employed, without a concomitant 
lessening of the aversive effects of the stressor. These efforts, too, must be recognized. Yet 
we do not have the technique, method, nor the language, for distinguishing these two types of 
coping efforts. The MRCI may advance the understanding of healthy coping with future 
progressive research. 
Lazarus and Folkman (1991) offer that strategies must not be regarded as "better" or 
"worse" than one another, but their efficacy should be assessed in a given situation, and 
across the long term. Home and career coping strategies, then, should be assessed in a similar 
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manner. Therefore, once the MRCI, and other established home-career coping instruments 
are validated, they should be investigated within different types of home environments. For 
example, coping should be assessed with parents working a different amount of hours each, 
with families from different socioeconomic levels and with families from cultures diffèrent 
than White, middle class, Americans. Coping could be measured between parent 
characteristics, as well, with coping skills assessed for dual career couples, vs. "dual job" 
couples, acknowledging that many in the workforce do not regard their job as a career, but 
rather as a means to pay the bills and feed their families. Arrangements such as this are 
common to blue-collar families with differing levels of financial and social resources 
available. Coping strategies within these differing family composites could be assessed with 
the MRCI, and can be used to describe coping skills specific to particular cultural groups. 
Finally, Lazarus and Folkman (1991) indicate that, implicitly, the previous 
assumption of efficacy across the long term also posits that mastery over the environment is 
ideal. Western worldviews value mastery over the environment. However, this assumption 
also presumes that the environment is able to be overcome. Therefore, problematic situations 
caused by traumatic incidents, health problems, and sociopolitical forces may be 
unchangeable due to the enormity of them. Yet, one may still cope by maintaining emotional 
resources, looking positively at the situation, and maintaining self-esteem and social support, 
even if the environment is essentially unchangeable for some reason. These emotional coping 
efforts are regarded as equally valuable as efforts that attempt to overthrow the environment, 
and can be especially useful in coping with possible home-career conflicts. In reality, there 
may be little one can do to change the fact that one is a working parent with both a valued 
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career and home lifestyle. The MRCI houses a subscale that assesses proactive self-care 
strategies, which can promote healthy coping without attempting to effect a change in the 
environment 
In a related chapter, Lazarus and Folkman (1991b) turn to the process of coping, and 
the dynamics that lead to either emotion-focused coping or problem-focused coping. They 
identify three processes that lead to these two types of coping strategies. The first two, 
cognitive activity that influences the deployment of attention, and cognitive activity that 
alters the subjective meaning or significance of the encounter for well-being, both contribute 
to emotion-focused coping. The third process, actions that alter the actual terms of the 
person-environment relationship, constitutes problem-focused coping. Home-career coping 
can be addressed through all three of these coping processes. For example, deployment of 
attention may be useful while at work when family demands may be difficult to trust to 
others, such as caregivers or one's partner, to carry out instead of one's self. In this case, 
focusing attention on one's work can distract from worries that something could potentially 
be going wrong at home. Cognitive activity that alters the subjective meaning of experiences 
can also be helpful in managing home-career conflicts. For instance, one might choose to 
place more meaning on attending the children's sports events two nights a week, rather than 
overvaluing the fact that two other nights per week are devoted to working over-time to gain 
a promotion. 
Finally, actually changing the person-environment relationship may be possible in 
some situations. This can be brought about by both cognitive problem-solving, as well as by 
taking direct action on the environment An evaluation of the coping performance can affect 
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this third coping process, as those who are not easily satisfied may spend more effort in 
attempting to change the environment than others, sometimes to their own detriment For 
example, if a confrontation with the partner occurs because he or she does not ever do the 
laundry, with no resulting change in the partner's behavior, other problem-solving actions 
may need to be introduced to cope with the situation. If this is an isolated behavior, and if 
other household responsibilities can be negotiated so that the division of labor in the home is 
equal, then the compromise may change the problematic environment Or, perhaps one's 
partner would be willing to schedule taking the clothes to the laundromat, paying to have 
them laundered. Either of these possibilities involve interpersonal negotiation and problem-
solving that, in turn, then changes the severity of the problem as it presents itself on a daily 
basis. Home and career coping strategies, such as those identified by the MRCI, can be 
applied to these different coping processes, addressing the dynamic and multifaceted nature 
of the convergence of these two environments, and the potential demands associated with the 
resulting interface. 
In summary, coping strategies can be conceptualized hierarchically into a five-tiered 
system of healthy behavior, with the top tier devoted to healthy coping, and the following 
tiers becoming progressively more hindering of overall well-being (Menninger, 1963; 
Lazarus & Folkman, 1991). Lazarus and Folkman (1991) also call for research that assesses 
antecedents and consequences of content and situation specific coping behaviors. Coping 
behaviors should be distinguished as healthy vs unhealthy and effortful vs automatized, 
distinctions currently lacking in the coping literature that could aid intervention assessment 
and planning. Two types of personal coping are emotion-focused and problem-focused 
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coping. Our notion of healthy coping should be expanded to include more emotional coping, 
rather than solely attempting to change the environment 
Problem-Solving Appraisal 
Heppner and Krauskopf (1987) have identified ways that personal problem solving 
can be enhanced by paying attention to information-processing variables. Specifically, they 
address behaviors, cognitions, and affect associated with problem-solving actions, as well as 
addressing consequences of those actions. Direct behaviors are one type of coping action, but 
the authors note that when clients enter therapy (or recognize a situation challenging mental 
health), they have already tried some means of coping Assessment of strategies attempted 
then becomes important, so that clients are not frustrated at retracing previously tried 
behaviors. Furthermore, if clients are avoiding tackling problematic situations head-on, then 
strategies for redirecting their coping in more fruitful ways can be applied. In home-career 
coping, previous strategies have certainly been tried prior to the point of intervention, and 
sometimes parents can modify past strategies slightly, or work on developing greater social 
support, in order to cope with home-career demands. Coping instruments can help to identify 
where coping can be enhanced, given that the original coping strategies may only need 
minimal enhancement The MRCI, then, could quickly and efficiently identify the 
appropriate strategies, saving treatment time and effort. 
Cognitive processes that contribute to problem-solving action include cognitive 
rationalization, such as reducing problems to a manageable time or effort limit, or accepting 
certain problems. However, rationalization can also be maladaptive, if it is used to avoid 
facing problems directly. Heppner and Krauskopf (1987) also note strongly that affective 
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processes can be powerful means of coping, including the inhibiting and facilitating effects 
of affect as it relates to direct action, and also the role of affect as it is linked to performance 
evaluation. They further explain that examples of affective coping are passive acceptance, 
wishful thinking, hopeless resignation to a problematic situation, resolving feelings, and 
elevating morale for one's self and others in the social support network. Furthermore, 
minimizing discomfort and employing relaxation can also enhance coping. As a result of 
these types of coping, problem-solving outcomes then occur, sometimes to the 
disappointment of the problem-solver. Sometimes problem-solving tactics are "recycled" in 
an attempt to modify them the second time around. Most often, only part of the problem-
solving strategy worked, and a number of individual variables then determine further 
attempts. So, further personal attempts, other personal characteristics (such as range of 
behaviors employed, or success in maintaining optimal affective levels), environmental 
variables, and competing demands, all interact to either further develop or hinder further 
personal problem-solving. For home-career coping, it may be that initial attempts at gaining 
help with household chores from a partner are unsuccessful. However, when direct requests 
are made, and possibly when some household tasks do not get completed without some help 
offered, the problematic situation could be solved after these further personal problem-
solving attempts have been enacted. Social Problem-Solving 
D'Zurilla and Nezu (1982) discuss a related concept, termed Social Problem Solving 
(SPS), which refers to the process by which one identifies effective ways to cope with 
problems faced in daily living. The process is comprised of five steps, outlining the steps one 
should take to solve these daily problems. Beginning with problem orientation, the problem 
49 
should be defined, followed by generating alternatives, making decisions regarding the 
utilization of options, and finally implementing the chosen solution to the problem. They 
draw a distinction, though, between SPS ability and performance, which they liken to the 
inherent distinction between academic ability and performance. SPS ability focuses on 
problem-solving from a perspective of discovery, measuring knowledge or skills that are 
needed to solve the problem, while SPS performance indicates how one applies these skills. 
Assessment of SPS performance, then, necessitates that the end product is evaluated for its 
efficacy. Performance-based evaluation of SPS tasks is similar to the general notion of 
utilizing healthy coping strategies to decrease the potential effects of stress stemming from 
daily stressors. An example of such daily stressors are those related to household 
responsibilities, maintenance of family well-being, and negotiation of career pursuits. 
This problem-solving progression has been applied successfully in programs that treat 
depressed geriatric patients, stress and anxiety, inpatient psychiatric populations, and couples 
with marital problems. SPS has been investigated for married couples' problem-solving 
behavior, learned during couples therapy sessions. Jacobson (1977) investigated a small 
group (n = 10) of couples, who were randomly assigned to either a treatment group or wait­
listed group, with the treatment group engaging in 10 therapy sessions. Early sessions 
covered training in problem-solving, while later sessions applied the learned skills to the 
marital relationship. On outcome measures addressing both positive problem-solving 
performance, and marital adjustment, there were significant differences between the control 
and treatment groups. More importantly, though, treatment outcomes on marital adjustment 
were upheld at one year follow-up. Furthermore, the frequency of behaviors that hampered 
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problem-solving decreased for couples in the treatment group, which was related to the SPS 
training received. This last finding in particular has noteworthy implications for coping with 
multiple role conflicts. Social Problem Solving behaviors can be beneficial in bettering 
couple interactions, and can also be applied to managing daily family responsibilities, in turn 
contributing to general familial satisfaction. As a result, SPS may increase the ease with 
which multiple role strategies are utilized. Efforts in coping within the martial relationship 
can be made more concrete by using the MRCI to facilitate clear communication of 
expectations of role behavior. 
Multiple Role Instruments 
Several different types of instruments have been used to assess the multiple role 
construct. Some have measured only multiple role conflict, while others have measured 
multiple role coping behaviors. Many of these instruments have been plagued by a lack of 
adequate validity and reliability data. The following will address aspects of these instruments 
that enumerate the need for a psychometrically sound coping, addressing multiple role 
demands specifically. The overview will begin with discussions of the Sex Role Conflict 
Scale, the Salience Inventory, and the Role Conflict Scale and other scales with poor 
psychometrics that measure role conflict in particular. Two examples of role conflict scales 
with adequate psychometrics will then follow. Then, the only two role conflict coping 
instruments found will be described. Finally, two of the best empirically validated role 
conflict attitudinal scales will be addressed. The overview should lead one to the conclusion 
that, most role conflict scales evidence poor reliability and validity, and that there is a lack of 
empirically validated quantitative instruments that address coping behaviors in the area of 
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role conflict. One should also notice promise in the Atttitudes Toward Multiple Role 
Planning (ATMRP; Weitzman & Fitzgerald, 1996) and the Orientations to Occupational-
Family Integration Scale (OOFI; Gilbert, 1993), two role conflict scales with good 
psychometrics that measure attitudes and beliefs in this area. Though they hold promise for 
addressing attitudinal problems with role conflict, these two scales do not measure coping 
behaviors. 
Sex Role Conflict Scale (SRCS) 
Instruments measuring solely the experience of role conflict include the Sex Role 
Conflict Scale (SRCS; Chusmir & Koberg, 1986). The SRCS addresses conflicts that arise in 
the workplace along gendered assumptions, pertaining only indirectly to home 
responsibilities, and more directly to discrepancies between gender role expectations in the 
workplace environment Of the 17 items on the SRCS, only four items relate to family 
responsibilities. An example of one item asks the respondent to indicate whether she or he 
feels role conflict, "when an increase in time spent at work is typically associated with a 
decline in the frequency of communication at home with your spouse or children or parent or 
significant other". While this item does discuss perceptions of conflict affecting the home 
environment, another asks respondents to indicate their level of role conflict, "When people 
say that a girl (boy) proves she (he) is a woman (man) when she has a baby (when he 
becomes a father)". This item addresses one's perceptions of cultural mandates more than it 
assesses experience of home-career role conflict Therefore, while the SRCS measures work 
role conflict it does not address home-career conflict adequately. 
Additional Role Conflict Scales 
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Many scales that have been used to measure experience of role conflict that have not 
fulfilled basic psychometric requirements. For example, the Role Conflict Scale (Rizzo, 
1970), consisting of 8 items, evidences a fairly low reliability coefficient (Cronbach's alpha 
= .73). Furthermore, the Role Conflict and Enhancement Scale (Thedje, 1990) measures 
three separate home-career scenarios: career-family, career-marriage, and career-parenting. 
Eighteen items are then administered in an open-interview format, again, with low reliability 
(Cronbach's alpha = .71 to .74). Among the best of these instruments is the Role Conflict 
Scale developed by Greenhaus (1987). Work experiences, job performance, and feelings of 
family and personal well-being are assessed, with acceptable reliability (Cronbach's alpha = 
.82). Yet, with only 8 items comprising the scale, it is questionable whether a range of 
experiences and feelings is being adequately assessed. 
A few scales have adequate psychometric properties that assess multiple role conflict 
For example, Greenberger and O'Neil (1990) constructed a scale used to measure the 
"spillover" between home and career role pressure. That is, the amount of overlap created by 
competing home and career concerns is measured. The scale is made up of 32 items, in a 
Likert type format Chronbach's alphas for the scale are good, ranging from .90 to .92. 
Similarly, the Home-Career Conflict Measure (Tipping & Farmer, 1991), has evidenced 
acceptable reliability and validity characteristics. However, because the scale is administered 
in an open-ended interview format, responses may be based too much upon the interpretation 
of the examiner. 
Salience Inventory fSD 
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Another instrument that measures one' s experience of work and family roles is the 
Salience Inventory (SI; Nevill & Super, 1986), which measures how important certain life 
roles are to an individual. In addition to work and family roles, the SI assesses the 
importance of studying, community service, and leisure activities. The potential utility of this 
scale in assessing work-home role conflict, is found by using high scores on both the work 
and home scales separately. However, because the scale does not measure role conflict 
directly, and only measures the subjective experience of role importance, further assessment 
of conflict between the two roles is required for the SI to be used as a role conflict measure. 
Prior Role Conflict Coping Scales 
Another scale, assessing role conflict coping (Wiersma, 1994) was formulated using a 
semi-structured interview, and is comprised of scenarios or sets of "behavioral strategies" 
that could potentially aid one in handling home and career demands. The scale, though, only 
argues that "how best to combine multiple strategies is more important than the question of 
how frequently a particular strategy is used". Wiersma (1994) does not offer ways in which 
the scenarios can be used, but only uses this scale as a suggestion for further research. Other 
studies have purported to measure role conflict coping, but have used scales that measure 
global factors related to meeting role demands, rather than developing content specific 
subscales. For example, Burley (1994) used Skinner and McCubbin's (1987) scale "designed 
to assess the coping mechanisms in réponse to work-family conflicts for men and women 
employed as dual-earners". Yet, a factor analytic investigation of the instrument using a 
sample of undergraduates indicates four factors that measure general components of role 
coping. They are: Reducing Tension, Increasing Efficiency, Procuring Support, and 
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Modifying Roles/Standards. Furthermore, reliability estimates for the four subscales are not 
consistently adequate (Chronbach's alpha = .54 - .91). Aldwin and Revenson (1987; cited in 
McBride, 1990) indicate that "existing coping inventories omit important strategies" and 
"must be evaluated according to contextual appropriateness" (Aldwin & Revenson, 1987; In 
McBride, 1990), further substantiating the need for role conflict coping inventories that 
measure specific aspects of home-career coping behaviors and plans. Additionally, role 
conflict coping instruments should be normed on a working parent sample at some point, so 
that not only future expectations are assessed, but present coping behaviors utilized by 
current working parents, as well. 
Most Promising Role Conflict Instruments 
While the previously mentioned scales were developed to measure one's experience 
of role conflict, two scales have been developed that measure attitudes toward realistic 
multiple role planning. The Attitudes Toward Multiple-Role Planning Scale (ATMRP) was 
developed specifically to aid in the assessment of multiple role readiness (Weitzman & 
Fitzgerald, 1996), with good psychometric properties that are buttressed empirically. Derived 
conceptually from Crites' Career Maturity Inventory (CMI; Crites, 1978), the ATMRP is 
comprised of four scales, and measures attitudes toward multiple roles. As mentioned earlier, 
Weitzman (1994) has also constructed a theoretical model of multiple-role realism, 
comprised of three main foci: attitudes toward multiple-role planning, multiple-role 
knowledge, and multiple-role planning. The multiple-role planning category includes beliefs 
and attitudes reflecting knowledge/certainty, commitment to multiple roles, and 
independence. Weitzman and Fitzgerald (1996) constructed the Attitudes Toward Multiple 
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Role Planning (ATMRP) scale, a 50-item instrument to measure young women's and men's 
beliefs and attitudes toward their future roles. 
An example of the item content of the ATMRP is, "It's easy to be certain how to 
manage my future career and family obligations in ways that are realistic for me". Another 
is, "Choosing how to best manage my career and my family is something I have to do on my 
own: Nobody can tell me how to do it." In this way, the scale measures attitudes that can 
play significant roles in the areas of multiple role planning outlined above The ATMRP 
seems to identify key ways in which one's beliefs about multiple roles may affect future 
home and career demands. However, the scale does not address the actual coping behaviors 
that are intended to be employed Because the ATMRP has more to do with multiple role 
planning, the instrument is more appropriate for a young adult population, who are not 
currently facing the demands of integrating home and career commitments. 
Gilbert (1993) has also constructed a scale that is oriented toward young men's and 
women's expectations concerning their future roles. The Orientations to Occupational-
Family Integration Scale (OOFI), comprised of three scales that measure the traditionally of 
expectations for men and women, and also the role-sharing potential in these expectations. 
The items address respondents' general expectations of how they see themselves in the 
future, while visualizing the role-sharing quality of their relationships and family lifestyle. 
Example items include, "I see my spouse and I working full-time and sharing the financial 
responsibility continuously throughout our marriage", and "I see my spouse's income as 
providing extra money " However, because the items address the essence of role equality and 
sharing in the home environment, the details of exactly how each partner plans to cope with 
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the subsequent demands and responsibilities, are not addressed. Additionally, the OOFI is 
also an instrument meant to be used to assess future coping, making it difficult to assess 
current behaviors and coping skills working parents who are handling these demands at the 
present time. 
Summary 
The ATMRP and OOFI do not pinpoint the coping strategies one uses when facing 
multiple roles, though their psychometric properties and conceptual work are noteworthy. 
There is a void in the literature for instruments that assess specific coping behaviors tailored 
to common dilemmas faced by dual career couples today. Prior scales assessing home-career 
coping have been helpful in identifying general and rudimentary healthy coping behaviors. 
But, they have not included the methodological rigor to further research in this area while 
attending to reliability and validity (e.g. Wiersma, 1994). Other scales have either measured 
one's experience of home-career role conflict (Greenberger & O'Neil, 1990; Holahan & 
Gilbert, 1979) or career and gender role conflict (e.g. Chusmir & Koberg, 1986) solely. The 
present investigation seeks to further explore ways that coping behaviors specific to home-
career conflict can be utilized in the future. 
Hypotheses 
The current study will investigate the latent factor structure of the MRCI. An 
exploratory factor analysis is appropriate for the current sample because the MRCI has not 
been given to an employed adult sample. The purpose of the study is to determine the 
underlying factors based on a working mother sample. 
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A second set of six hypotheses addresses the convergent validity for the MRCI. An 
earlier version of the MRCI geared toward college women's intentions yielded five factors 
(Karr & Larson, 1999). These factors will be described in Chapter Three. We expect the 
same factors would emerge with an employed women sample. If the factors that emerged in 
the Karr & Larson (2001) study are replicated in this sample, it is expected that: 
2a. The factors, Proactive Coping, Lack of Guilt, Social Support Utilization, and Resisting 
Societal Pressure will be significantly negatively correlated with negative affect 
Conceptually, a lack of general coping with multiple role conflicts should increase distress; 
Similarly, the absence of guilt and utilization of social support should be negatively linked to 
overall distress (i.e. negative affect). Theoretical writings in the feminist literature describing 
women's status and behavior in romantic relationships has suggested that maintaining 
healthy independence while part of a dyad is beneficial (Leraer, 1983). Therefore, resisting 
unwanted social pressure from family or friends may prevent negative affect from occurring. 
2b. The factor, Social Support Utilization, also should be positively correlated with the 
participants' perception that equal time between partners is spent on household and childcare 
tasks. The multiple role literature advocates for equity in the division of household labor, and 
has suggested that such roles are related to spousal satisfaction (Guelzow, Bird & Koball, 
1991; Burley, 1995). 
2c. The factor, Career Commitment, is hypothesized to be positively correlated with job 
satisfactionThough no direct links between career commitment and job satisfaction have 
been investigated within the multiple role literature, two studies address similar constructs to 
career commitment, namely, organizational commitment and career progress. One 
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investigation of home-career conflict and affective experiences in a workplace sample found 
that, "job satisfaction was the single most significant contributor to heightened 
organizational commitment and reduced psychological strain" (O'Driscoll, Ilgen, & Hildreth, 
1992). Further, a lack of career progress was negatively related to job satisfaction. In a study 
of women professionals, workplace political issues, and home-career conflict (Nelson, 
Quick, Hitt, & Moesel, 1990). 
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Chapter Three 
Method 
In this section, item development and preliminary psychometric properties of the 
MRCI-I (Karr & Larson, 1999) are presented, outlining the groundwork upon which the 
current investigation of the MRCI was established. Next, procedures for contacting the 
current working mother sample will be explained, followed by explanations of the 
demographic information to be obtained, preliminary work with a college sample, current 
procedures for using the MRCI, and proposed statistical analyses will be presented 
Item Development of the MRCI 
Items were constructed by the author and her major professor in a collaborative 
effort. The author consulted the multiple role literature and contributed most of the total 
number of items to the project. The author has been trained in feminist therapy and research 
and had previously presented a paper at a regional conference addressing role conflict and 
planful coping. The author's major professor has presented research at a national conference 
addressing multiple roles, has extensive research expertise in the problem solving and 
vocational arena, and is the mother of two children. 
The item content was based on the multiple role literature, and prior coping 
instruments. The items were written to cover the content domain reflected in the multiple 
role literature. The content domain includes multiple role stress and conflict, women's 
issues, feminist theory, egalitarian family relationships, career progress and commitment, 
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marital dyad satisfaction, mental health issues, parenting behaviors, social support, and 
coping skills. 
A decision was made to include item content concerning one's partner because 
55.1% of mothers are involved in a marital relationship, compared to 11.6% of households 
with solely a female head of household (U.S. Census Bureau, 1990). This does limit the 
applicability of the MRCI to exclude single mothers not involved in relationships, but to 
exclude the item content pertaining to partners was viewed as too limiting to the 
overwhelming majority of employed mothers. Women in long-term heterosexual 
relationships were included as well. 
Within this content domain, the items were developed to represent perceived coping 
in three different domains: cognitive, affective, and behavioral domains. Some of the items 
seem to tap more than one of these characteristics, but most were meant to address only one 
Coping skills were constructed based on the interface of the content domains and the three 
characteristics. In particular, they include coping using internal resources specific to the 
individual (e.g.Grey, 1983), coping with the daily activities and responsibilities of the family 
(e.g. Hoffman, 1989), handling feelings associated with role conflict (e.g. Erickson, 1993; 
Simon, 1995), managing career tasks (e.g Crouter, 1984), and ensuring egalitarian 
relationships at home (e.g. Wiersma & Van den berg, 1991). The process of constructing 
coping skills was based on prior coping measures that addressed aspects of these domains 
(e.g., The Problem-Solving Inventory; Heppner, 1988). Grey's (1983) specific work that 
identified rudimentary coping strategies used by professional women was also used as a 
guide. In addition, items were based on several theoretical rationales, providing models for 
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the coping skills measured. The theoretical writings of Gilbert (1984b), Weitzman (1994), 
and Lazarus and Folkman (1991) were used, in particular, to identify key coping agendas that 
have been associated with either healthy or unhealthy coping in the role conflict literature. 
The MRCI is intended to measure perceived healthy coping behavior, strategies, and 
awareness in each of five coping areas (i.e. Proactive Coping, Lack of Guilt, Social Support 
Utilization, Career Commitment, and Resisting Societal Pressure). Items worded to initially 
assess unhealthy coping strategies were reverse scored after data collection. Total scores 
were calculated using the MRCI; high scores reflect perceived healthy coping with potential 
multiple role stressors. 
Demographic Sheet 
The demographic sheet accompanying the MRCI in the questionnaire packet was 
constructed for this study, and included information on age, ethnicity, marital status, 
education level, number of hours spent in paid employment per week, number of children, 
ages and genders of children, and amount of time spent with children during weekdays and 
weekends, and number of hours the partner/spouse spends in childcare and household 
activities. A copy of the demographic sheet is provided in Appendix A. 
Participants 
Participants consisted of women who were mothers and who were involved in 
committed relationships, recruited from the faculty and staff employment list from a large 
Upper Midwest university. A random sample was obtained from the university; the list of 
approximately 2200 potential participants was provided by the Human Resource Services 
(HRS) office. These 2200 participants included women who were not parents since the HRS 
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was not able to screen the list first to eliminate non-parents. Diane Muncrief, HRS Specialist, 
consulted with the Assistant Vice President of the department before she issued the list for 
dissemination of the questionnaire. The consultation ensured permission to access the sample 
generated by the HRS department Results were made available to the HRS department, after 
identifying employee information was removed, to aid in program implementation. 
Women who were mothers were sampled by accessing the random, representative 
sample, generated by the HRS office. The percentage of women who were mothers was 
taken into account by increasing the number of questionnaires disseminated An increased 
sample size of approximately 2200 was targeted because the HRS office indicated that 75% 
of women employees are mothers. On the demographic sheet, an area was included that 
asked participants if they were mothers, and also if their children were under the age of 
eighteen, and if they were in a partnered relationship. Only data from those who met these 
three stipulations were retained. 
The first dissemination of the survey packet totaled 2200, including 1100 
professional women employees, and 1100 merit pay women employees. Professional 
employees are characterized as such by the HRS office and typically involve positions for 
which advanced education or training has been completed They include job positions such 
as professor, research scientist, and academic advisor. Merit pay positions generally require a 
lesser amount of formal education or training; they include job positions such as telephone 
operator, secretary, and custodian. Data collection was conducted over the Summer semester. 
The first dissemination yielded 127 completed surveys and 386 blank returned surveys for 
the professional women, totaling 513 returned surveys from the original 1100 packets. Of the 
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merit pay women, 156 returned completed surveys while 456 returned blank surveys, totaling 
612 returned surveys from the original 1100 packets. The second dissemination was then 
conducted over the Fall semester. For the professional women, the remaining 587 
participants from whom there was no initial response, were sent another survey packet 
Similarly, the remaining 612 merit pay participants were sent another survey packet as well. 
From this second mailing, 69 completed surveys were returned. Surveys returned with 
completed information totaled 352 from both semesters the survey dissemination occurred 
The resulting sample, after screened for missing data (N = 86), totaled 266 participants. Most 
missing data was attributable to participants completing either the demographic sheet or the 
MRCI (but not both), or completing the MRCI such that over 10% of item responses were 
missing. 
The sample size ensured a ratio of about 3 items per person sampled, which falls 
within the suggested ratio range (i.e. 3 to 5 is suggested) for research using factor analytical 
techniques (Tinsley & Tins ley, 1987). Kass and Tinsley (1979) suggest that an absolute 
number of items per subject is somewhat of an unrealistic expectation, and they recommend 
that a total of approximately 300 subjects is suggested. Arrindell and van der Ende (1985) 
investigated this question of sample size yielding a stable factor structure, and concluded that 
neither the observations-to-variables ratio, nor the absolute number of items, had a 
measurable effect on the stability of the resulting factor structure. In fact, a 76-item 
instrument was found to have a stable factor structure at 1.3,2.6,3.9,6.6, and 14.5 
participants sampled per item. Therefore, a total of266 respondents is considered adequate 
in investigating the factor structure of the MRCI. 
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The resulting sample characteristics are presented in Table 1. The sample was 
comprised of married or partnered women who are mothers and who are also employed. 
Participants were asked to check a box indicating the type of relationship in which they were 
engaged (e g. marriage, cohabitation). If they were not in a current partnership or "stable 
dating relationship", they were asked to check a box indicating "no relationship". Single 
mothers without a current stable relationship (n = 11), were excluded from the final sample. 
The sample was made up of primarily married women (n = 238). Other women in the sample 
were divorced (n = 15), cohabitating (n = 5), or single and involved in a stable partnership (n 
= 4). Finally, a small number of participants elected not to specify the type of relationship in 
which they were engaged (n = 4), but did indicate that they were involved in some type of 
romantic relationship currently. Due to these sample characteristics, external validity of the 
MRCI does not extend to single mothers who are not currently involved in a stable romantic 
partnership. 
Age of the participants ranged from 23 to 55 years old (M = 39.8, SD = 6.70) Of the 
total 266 participants, 157 held professional status jobs, while 109 held merit pay jobs. 
Because the sample purposely included a wide range of professional status and income 
levels, the income sample mean was highly variable. Reported household income levels 
ranged from $15,000 per year to $250,000 per year (M = $72,108, SD = $34,892). The 
racial/ethnic composition of the sample included mostly European American women (n = 
232). Other races/ethnicities endorsed by the participants included African American (n = 4), 
Native American (n = 2), Asian American (n = 6), Hispanic/Latina/Chicana (n = 5), Pacific 
slander (n = 2), other races/ethnicities (n = 10), and those choosing not to indicate 
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racial/ethnic heritage (n = 5). Completed education levels spanned from high school graduate 
(n = 23) to those holding doctoral degrees (n = 62). Other education levels included attending 
college courses without completion of a degree (n = 59), completion of a two year college 
degree (n = 30), and four year college degree (n = 51) holders. Graduate level education was 
completed by those who attained masters level degrees (n = 34) as well. A minimal number 
of participants elected not to specify the amount of education attained (n = 2). Sample 
means, standard deviations, and minimum to maximum ranges seemed generally 
representative of the targeted population of working mothers at a large Midwestern 
university. 
Table 1 
Means and Standard Deviations of Demographic and Criterion Variables 
Variable 
Age 
Income 
Hours work per week 
Hours partner works per week 
Age of oldest child 
Age of next oldest child 
Age of third oldest child 
SATISFACTION WITH OWN HOME CHORES 
SATISFACTION WITH PARTNER'S HOME 
CHORES 
JOB INTERFERING WITH HOME 
JOB INTERFERING WITH FAMILY 
HOME INTERFERING WITH JOB 
WORK AND FAMILY INTERFERING 
SIMULATANEOUSLY 
M 
39.8 
72,108 
39.6 
43.0 
10.6 
92 
7 2 
2.83 
2.8* 
2.80 
2.98 
2.14 
2.70 
SD 
6.70 
34,892 
9.7 
13.0 
5.6 
4.8 
4.5 
1.04 
Range of 
Scoring 
1-5 Never to Always 
1.16 1-5 Never to Always 
1.20 1-5 Never to Always 
1.24 1-5 Never to Always 
1.02 1-5 Never to Always 
1.05 1-5 Never to Always 
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Table 1 (continued) 
Means and Standard Deviations of Demographic and Criterion Variables 
Variable 
DISTRIBUTION OF CHORES 
DISTRIBUTION OF CHILDCARE 
WHICH CAREER VALUED MORE 
JSB 
PANAS-X 
MORE HOUSEWORK THAN PARTNER 
PARTNER DOES MORE HOUSEWORK 
MORE CHILDCARE THAN PARTNER 
M 
3.92 
3.90 
2.53 
16.74 
16.67 
1.10 
.33 
1.04 
Range of 
SD Scoring 
1.04 1 Partner does much 
more 
2 Partner does 
somewhat 
more 
3 We do same 
amount 
4 I do somewhat 
more 
5 I do much more 
1.05 1-5 See above 
1.21 1 Partner's valued 
much more 
2 Partner's valued 
a little more 
3 Both valued same 
4 My career valued 
a little more 
5 My career valued 
a lot more 
3.60 4-28 
5.01 10-50 
.85 0 We do same 
amount 
1 I do somewhat 
more 
2 I do much more 
.60 0 We do same 
amount 
1 Partner does 
somewhat more 
2 Partner does 
much more 
.85 0 We do same 
amount 
1 I do somewhat 
more 
2 I do much more 
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Table 1 (continued) 
Means and Standard Deviations of Demographic and Criterion Variables 
Variable M SD 
Range of 
Scoring 
PARTNER DOES MORE CHILDCARE .90 87 0 We do same 
amount 
1 Partner does 
somewhat more 
2 Partner does 
much more 
MY CAREER MORE VALUED .94 .59 0 Both valued same 
1 My career valued 
a little more 
2 My career valued 
a lot more 
PARTNER'S CAREER MORE VALUED .35 .70 0 Both valued same 
1 Partner's valued 
much more 
2 Partner's valued 
a little more 
Note. - = not applicable; SATISFACTION WITH HOME CHORES = Satisfied with time spent on home chores; 
SATISFACTION WITH PARTNER'S HOME CHORES ^Satisfied with time partner spends on home chores; JOB 
INTERFERING WITH HOME = Frequency job interferes with home tasks; JOB INTERFERING WITH FAMILY= 
Frequency job interferes with family; HOME INTERFERING WITH JOB= Frequency home interferes with tasks at 
work; WORK AND FAMILY INTERFERING SIMULTANEOUSLY^ Frequency work and family interfere with each 
other. DISTRIBUTION OF CHORES = Overall distribution of household chores; DISTRIBUTION OF CHLDCARE= 
Overall distribution of childcare; WHICH CAREER VALUED MORE= Overall, whose career is valued more in partnership; 
JSB = Job Satisfaction Inventory; PANAS-X = Positive and Negative Affect Schedule; .MORE HOUSEWORK THAN 
PARTNER^ I do more housework than partner; PARTNER DOES MORE HOUSEWORK= Partner does more housework 
than myself; MORE CHILDCARE THAN PARTNER = I do more childcare than partner; PARTNER DOES MORE 
CHILDCARE = Partner does more childcare than myself; MY CAREER MORE VALUED = My career is valued more 
than my partner's; PARTNER'S CAREER MORE VALUED = Partner's career is valued more than mine. 
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Specific employment positions were indicated, and are shown in Table 2. The most 
frequently endorsed position was Secretary (n = 71), followed by Clerk (n = 36), both merit 
pay position. Other frequently endorsed merit pay positions were Record Analyst (n = 14), 
Custodian (n = 6), and Library Assistant (n = 4). Of the professional positions, the two 
highest endorsements were Associate Professor (n = 19), and Assistant Professor (n = 15). 
Other frequently endorsed professional positions included Lab Technician (n = 12), Scientist 
(n = 12), and Graduate Assistant (n = 12). 
Table 2 
Employment Positions Held bv Participants 
Position Type Frequency 
1) Secretary M 71 
2) Clerk M 36 
3) Associate Professor P 19 
4) Assistant Professor P 15 
5) Record analyst/account clerk M 14 
6) Lab technician/veterinary technician P 12 
7) Scientist/assistant scientist P 12 
8) Graduate assistant/teaching assistant P 11 
9) Professor (other) P 10 
10) Post-doctoral fellow P 7 
11) Custodian M 6 
12) Manager P 5 
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Table 2 continued 
Employment Positions Held bv Participants 
Position 
13) Library assistant 
14) Dean/provost/department chair 
15) Nurse 
16) Academic advisor 
17) Researcher 
18) Director/assistant director 
19) Residence hall director 
20) Instructor (other) 
21) Adjunct instructor 
22) Administrative assistant 
23) Telephone operator 
24) General laborer 
25) Program assistant 
26) Counselor 
27) Accountant 
28) Computer programmer 
29) Psychologist 
30) Seed analyst 
31) Coach 
Type 
M 
P 
P 
P 
P 
P 
P 
P 
P 
M 
M 
M 
P 
P 
P 
P 
P 
P 
P 
Frequency 
4 
3 
3 
3 
3 
3 
2 
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Table 2 continued 
Employment Positions Held bv Participants 
Position Type Frequency 
32) Food service M 1 
33) Veterinarian P 1 
34) Vice president for business and 
finance P 1 
35) Did not specify position 12 
Note. M = Merit pay, P = Professional. 
Sample subgroup analyses 
Five analyses were conducted to determine if group differences existed on measures of 
job satisfaction, negative affect, and the MRCI total score, based on age, income, education, 
job status, and racial/ethnic status (See Table 3). Age group differences were analyzed first. 
Reported ages were divided into two groups based on the median age, 40.0 years. No group 
differences were found in any of the three domains: Job Satisfaction, F (1,214) = 2.12, g > 
.05, Negative Affect, F (1,214) = .09, g > .05, MRCI, F ( 1,214) = 1.65, g > .05. 
Second, group differences were analyzed by household income level. Income levels 
were categorized into two groups based on the median household income for the sample, 
$63,000. No significant group differences were found for Job Satisfaction, Negative Affect, or 
MRCI total score: Job Satisfaction, F (1,191) = .08, g > .05, Negative Affect, F (1,191) = .96, 
g > .05, MRCI, F (1,191) = 4.12, g > .05. 
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Potential educational group differences were examined next, with no significant main 
effects found for Job Satisfaction, F (6,217) = 1.30, g > .05, Negative Affect, F (6,217) = .51, 
£ > .05, or MRCI total score, F (6, 217) = 2.40, g > .06. Next, job status differences were 
examined for the three domains. Two significant main effects were found between 
professional and merit pay employees on the MRCI total score, F (1,216) = 16.12, p < .001, 
and on Job Satisfaction, F (1,216) = 3.54, g < .05. No significant differences were found for 
Negative Affect, F (1,216) = 1.18, j> > .05. 
Finally, racial/ethnic heritage was categorized into White and Non-White subgroups 
due to low sample sizes for each of the racial/ethnic groups named on the demographic sheet. 
No significant group differences were found for Job Satisfaction, F (1,214) = .36, g > .05, 
Negative Affect, F (1,214) = .38, jj > .05, or MRCI total score, F (1,214) = .03, g > .05. 
Few significant group differences were found for Job Satisfaction, Negative Affect, 
and total MRCI score. The demographics do not seem to vary significantly across the 
dependent variables used in this study Further normative studies will be necessary in the 
future to calculate norms for group differences found in this sample, such as job status or 
education level. Because significant group differences are minimal in the current sample, 
initial factor structure and validity information can be considered a valid potential 
representation of a population of employed mothers. 
Table 3 
Sample Subgroup Differences on Job Satisfaction. Negative Affect, and MRCI Total Score 
Job 
Satisfaction 
Negative 
Affect 
MRCI 
Total Score 
Group M SB df E M SB df E M SB df E 
Age 
< 40 yrs old 
>40 yrs old 
17,13 .32 1 2.12 16.9 .45 1 .09 
16.43 ,36 16.7 .51 
162.5 2.20 1 1.65 
158.2 2.50 
Income 
<$63,000 
>$63,000 
Education 
(completed) 
Highschool 
Some college 
Two yr degree 
Four yr degree 
Masters 
Doctorate 
No education 
level specified 
Job Status 
Professional 
Merit Pay 
Race/Ethnicity 
Non-White 
White 
17.04 3.46 1 .08 16.9 5.3 1 .96 
16.90 3.69 16.2 4.5 
17.1 
16.9 
16,5 
15.8 
17.5 
17.4 
3.7 
3.6 
3.5 
3.6 
3.2 
3.6 
14,8 3.5 
16.3 
17.4 
17.2 
16.8 
3.6 
3,4 
3.8 
3.5 
6 1.30 
1 3.54* 
.36 
16.8 
16.4 
16.5 
16.9 
17.5 
16.5 
5.1 
4.7 
4.4 
4.2 
7.1 
4.7 
16.9 5.1 
17.1 4.8 
16.6 5.6 
16.2 
16.9 
7.5 
4.6 
.51 
1 1.18 
.38 
158.6 21.5 1 4.12* 
165.6 26.9 
154.3 
153.9 
157.1 
160.1 
166.0 
169.0 
25.8 
20.6 
21.4 
21.0 
31.8 
24.6 
6 2.40* 
149.5 31.0 
154.1 20.5 
168.7 26.5 
161.4 25.7 
160.6 24.4 
1 16.12** 
1 .03 
Note. *p < .05. *p < .001. " • p < .05. 
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Preliminary Work with a College Sample 
An exploratoiy factor analysis was conducted on a sample of undergraduate 
women (N = 302)) who anticipated that they would be parents, and also work full-time, in 
the future (Karr & Larson, 1999). They were asked of their intentions to cope with family, 
home, and job responsibilities. This instrument was labeled the Multiple Role Inventory-
Intentions (MRCI-I), to reflect the future orientation of the items posed. Items were 
worded in terms of expected perceived future coping, and were based on a 6-point Likert 
scale, indicating whether the coping behavior was expected to be utilized Never (1), 
Rarely, (2), Sometimes (3), Often (4), Almost Always (5), or All the Time (6). The 
multiple role coping literature has identified that undergraduates represent a special 
population affected by role conflict. As undergraduates are making decisions about their 
future lives (e.g., choice of major, choice of dating partners, the formulation of plans 
concerning the number of hours they expect to devote to paid work per week, and 
expectations for the number of children (if any) they would desire in the future) potential 
future role conflict becomes a variable that indirectly affects these decisions (Karr & 
Larson, 1999). 
For this analysis, a principal-factors extraction with promax rotation was utilized. 
Squared multiple correlations were used as the initial communality estimates. Using these 
estimates the communalities were then iterated. The initial factor analysis was run using 
an oblique rotation on the full 88 items of the MRCI-I, with an adequate sample size (N = 
302), to examine the extent factors were correlated. Tinsley and Tinsley (1987) state that 
the common guideline of necessitating 5-10 participants per item is an oversimplification. 
The suggested number of total participants according to Kass and Tinsley (1979) also state 
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5-10 participants is ideal, but stipulate that once a sample size of 300 is reached this 
guideline can be relaxed. For the initial factor analysis, twenty-two factors had an eigen­
value above 1. A decision was made, stipulating factor loadings above .40 would be 
retained. Factor correlations were in the moderate range (-.41 to .57). For this reason, an 
oblique rotation was retained for the rest of the exploratory analyses. 
Results of this initial investigation concluded that a five-factor structure was 
appropriate (Insert Table 4 here). The resulting factors have been tentatively labeled, 
Proactive Coping, Lack of Guilt, Social Support Utilization, Career Commitment, and 
Resisting Social Pressure. Alpha coefficients for each of the scales demonstrated adequate 
reliability: Proactive Coping (.93), Lack of Guilt (.83), Social Support Utilization (.86), 
Career Commitment (.76), and Resisting Societal Pressure (.73). 
The first factor, labeled "Proactive Coping", was comprised of 31 items. The 
eigenvalue for the first factor was substantial (eigenvalue = 16.59, percentage of variance 
= 19%).The factor loadings for these items ranged from .41 to .76. Items that heavily 
loaded on this factor included, "I plan to be confident in my ability to resolve potential 
conflicts between my home and career roles", "I expect to weigh the pros and cons of the 
ways I handle my home and career tasks", and, "I intend to be persistent in finding ways 
to balance home and career duties". This factor seems to delineate ways in which 
cognitive and affective processes are acted upon in order to manage their potential 
deleterious effects. 
The second factor, labeled, "Lack of Guilt", had factor loadings ranging from 
-.40 to -.63, and consisted of 15 items. Representative items of this factor included, "I 
expect to feel guilty whenever I stay late at work", and, "I will blame myself if the 
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family's schedule is not well coordinated". This factor, then, seems to assess how one 
might feel while warding off guilty feelings, or, while trying not to inordinately blame 
themselves for problems that arise from juggling home and career duties. 
The third factor, termed "Social Support Utilization", had 13 items. Factor 
loadings ranged from .40 to.73. Definitive items that loaded on this factor include 
"Household duties will be divided 50/50 between myself and my partner", "Family 
members will help me resolve conflicts between roles", and, "I intend to call a good friend 
when I feel stressed out". This factor addresses not only whether the division of labor in 
the home is shared with one's partner or family members, but also whether social support 
is sought in times of distress. Further, it addresses whether family members can be relied 
upon to carry some of the responsibilities in the household (e.g. children helping to wash 
the dishes or looking after younger siblings, partner offering to take on extra 
responsibilities on hectic days, etc.). 
The fourth factor, labeled "Career Commitment", is made up of 7 items. Factor 
loadings range from .45 to .69. Items loading on this factor include, "I will be willing to 
make sacrifices in my home life for my career", and, "I will arrange for other childcare so 
I can finish career tasks or projects". This factor reflects a willingness to make sacrifices 
in other areas to devote time to one's career 
The fifth factor, labeled, "Resisting Societal Pressure" is made up of 7 items, with 
factor loadings ranging from -.41 to .72, this scale seems to measure the ability to deny 
unwanted social pressure to conform to tradition home roles for women, that may add to 
home-career conflict. Items characterizing this scale include, "I will try not to listen to 
coworkers who assume that being a good parent means staying at home", and "I expect to 
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work so that I can contribute to the family's financial stability". Some negatively loading 
items emerged on this scale, including two that address working while children are young. 
Multiple Role Coping Inventory fMRCD 
The Multiple Role Coping Inventory (MRCI) is a measure designed to 
assess working parents' perceived coping strategies. Prior research with similar constructs 
(i.e. problem-solving) has indicated that appraisal of one's own current problem-solving 
can be different from coping behaviors that are actually employed (e.g., Larson, Potenza, 
Wennstedt, & Sailors, 1995; Wennstedt & Larson, in review). In fact appraisals of coping 
or problem solving have been shown to relate to healthy functioning (see Heppner, 1988 
for a full review). The following describes the procedures to be used with the present 
sample to validate this instrument with a working mother sample. The MRCI consisted of 
eighty-eight initial items to be included for the current sample, addressing potential 
strategies to be used to cope with multiple role conflicts. Each item is then endorsed in 
terms of the frequency with which the strategy is engaged during one's recent daily life. 
Items for the MRCI have been worded in the present tense, but it seems likely that the 
underlying factor structure would be similar to the MRCI-I, which was normed on women 
in a college student sample. A 6-point Likert scale was employed, to indicate whether 
each strategy is used, a) Never, b) Rarely, c) Sometimes, d) Often, e) Almost Always, or f) 
All the time. All items are worded to indicate the presence of a behavior rather than the 
absence of a behavior, since endorsing the frequency that one does not engage in a 
behavior proved to be awkward and confusing due to the necessary use of "double 
negative" wording in this case. For example, if the item "I call a good friend when I feel 
Table 4 
Rotated Factor Structure Matrix, Conununalities, and Item Means and Standard Deviations for the Multiple Role Coping Inventory-
Intentions (MRCI-I): Undergraduate Female Sample 
Item-total 
MRCI-I factor/item 1 II in IV V r h2 M SD 
1. Proactive Copina 
79.1 plan to be confident in my ability to 
resolve potential conflicts between my 
home and career roles. .76 .20 .40 -.11 .00 .72 ,71 4.35 .94 
76.1 intend to be persistent in finding ways 
to balance my home and career duties. .75 .22 .43 .00 .16 ,72 .73 4.54 1.00 
83.1 intend to sort out my feelings when 
problems arise. .71 .25 .40 -.12 .00 .70 .74 4.40 .96 
77.1 will evaluate how I am handling my 
home and career responsibilities 
from time to time, .67 .26 .38 .00 .00 .65 .71 4.23 ,99 
65.1 plan to use strategies so that I will be 
efficient at work, .67 .23 .31 .00 .17 .62 .64 4.63 1,00 
84.1 plan to brainstorm ways to cope with 
home-career conflicts when they arise. .65 .33 ,37 .00 .00 ,63 .69 4.18 1.06 
78.1 expect to weigh the pros and cons of 
the ways I handle my home and career 
tasks. .64 .27 .38 .00 .00 .63 .73 4.13 1.03 
88.1 intend to feel positive about my 
spouse's career. .64 .27 .38 -.30 .00 ,60 .67 4.92 .90 
Table 4 continued 
Rotated Factor Structure Matrix, Conununalities, and Item Means and Standard Deviations for the Multiple Role Coping Inventory-
Intentions (MRCI-I): Undergraduate Female Sample 
Item-total 
Multiple Role Coping Inventory factor/item I II HI IV V r h2 M SD 
51.1 intend to look for positive 
characteristics of even the most 
discouraging situations. .64 .19 .43 -.11 .00 .64 .66 4.44 1.03 
81.1 expect to use my intuition to help me 
Handle potential home-career conflicts. .63 .26 .49 .00 .18 .63 .60 4.22 .94 
66.1 will ask my partner about ways to help 
lessen his or her stress. .62 .38 .43 -.16 .00 .61 ,63 4.68 ,93 
59. If I plan my time wisely, I will be able to 
spend my free time with my children. .62 .37 .42 -.31 .00 .60 .66 4.66 .94 
45.1 expect to encourage my spouse in his 
or her home-career struggles. .61 .24 .48 -.30 .14 .61 .66 5.12 .94 
69.1 expect that I will keep a positive 
attitude at work, even if my home life 
is hectic. .61 .19 .32 .00 .12 .58 .61 4.05 .97 
74.1 intend to be satisfied with my best 
effort in handling my responsibilities. .59 .19 .25 .00 .00 .55 .59 4.32 .96 
70.1 expect to delegate tasks at work when 
appropriate. .59 .18 .45 11 .18 .58 .68 4.14 .98 
71.1 expect to ask for help completing tasks 
st work when I need it. .58 .26 ,40 .00 .12 ,57 .67 4.18 1,03 
Table 4 continued 
Rotated Factor Structure Matrix, Conununalities, and Item Means and Standard Deviations for the Multiple Role Coping Inventory-
Intention» (MRCI-I) Undergraduate Female Sample 
Item-total 
MRCI-I factor/item I II III IV V r h2 M SD 
43.1 intend to become involved in a few of 
my spouse's work related and social 
activities when appropriate. .56 .26 .44 - 14 .15 ,55 .65 4.71 1.01 
42.1 will think about my home and career 
roles in flexible ways. .55 .00 .28 .00 .24 .52 .60 4.30 1.01 
20.1 will talk to my spouse if I feel 
overloaded. .54 .18 .51 -.35 .00 ,53 .71 5.20 .88 
7.1 will talk to my partner about how I 
feel about my roles. .53 ,19 ,46 .00 .00 ,54 .61 5.11 ,91 
10.1 will ask for help when I need it. .53 .12 .48 -.14 .00 .52 .60 4.46 .95 
82.1 will write down what worries me about 
home and career tasks to help me cope 
with them. .51 .33 ,.39 .00 .00 ,52 ,60 3.42 1.13 
6. Family members will help me resolve 
conflicts between roles. .51 .19 .46 .00 .00 .51 .52 4.17 1.06 
32.1 will think of creative ways to take care 
of myself. .50 .18 .30 .00 .00 .49 , 52 4.10 1.00 
29.1 intend to continually monitor if my 
expectations are realistic. .49 .31 .24 00 .00 ,49 ,51 3.97 1,01 
Table 4 continued 
Rotated Factor Structure Matrix, Conununalities, and Item Means and Standard Deviations for the Multiple Role Coping Inventory-
Intention» (MRCI-I): Undergraduate Female Sample 
Item-total 
MRCI-I làctor/item I II III IV V r h2 M SD 
68. Being committed to my career will help 
keep me balanced. .49 .00 .30 .36 .32 .47 .59 3.62 1.03 
44.1 expect to take off a day from work to 
chaperone a field trip for my children. .46 .42 .36 -.25 .00 .44 .60 4.02 1.24 
27.1 will choose carefully among tasks that 
make demands on my career. .44 .29 .26 .17 .10 ,43 .49 4.07 1.00 
41.1 expect that my career will be just as 
fulfilling as my home life. .44 .00 .23 .32 .30 .40 .68 3.69 1.33 
4.1 intend to establish rules and priorities 
for dealing with roles, .41 .12 ,38 ,00 .00 .42 .46 4.43 1,08 
II . Lack of Guilt 
60.1 expect to feel guilty whenever I stay 
late at work. .00 -.63 .00 .12 .00 . 56 .62 3.64 1.04 
73.1 will be disappointed in myself if I am 
not able to resolve home-career 
conflicts. -.21 -.59 -.10 .00 .00 .52 ,58 3.35 1.05 
61.1 intend to make personal sacrifices for 
the benefit of my spouse's career. -.29 -.56 .00 .00 .18 .51 .61 3.51 1.00 
33.1 will feel guilty about putting my needs 
ahead of a family member's needs. -.17 -.56 ,00 .17 .11 .49 .56 3.25 1,08 
© 
Table 4 continued 
Rotated Factor Stnicture Matrix, Conununalities, and Item Means and Standard Deviations for the Multiple Role Coping Inventoiy-
Intentions (MRCI-I): Undergraduate Female Sample 
Item-total 
MRCI fàctor/item I 11 m IV V r h2 M SD 
25.1 expect to take time off from work to 
take one of my children to a doctor's 
appointment. -.33 -.41 -.15 .20 .19 ,35 .59 2.52 1.16 
14.1 will be responsible for planning all of 
the childcare arrangements. .00 -.40 .17 .00 .13 .36 .54 3.72 1.09 
III. Social Support Utilization 
23. Household responsibilities will be split 
equally between my spouse and myself. .42 .00 .73 .12 .32 .71 .76 4.69 1.11 
62. Household duties will be divided 50/50 
between myself and my partner. .43 .00 .73 .13 .28 ,72 .83 4.45 1.25 
86. Childcare duties will be divided 50/50 
between myself and my partner. .44 .00 .68 .12 .22 ,70 .75 4.36 1.25 
36.1 will confront my partner if I devote 
more time to household tasks than he 
or she does. .35 .00 ,67 .11 .16 .64 .64 4.00 1.23 
80.1 will confront my partner if I devote 
more time to childcare tasks than he or 
she does. 41 .10 .64 .00 .14 .60 .66 3.89 1.16 
1. Family members will share household 
tasks with me. .35 .00 .59 .00 .32 .55 .58 5.07 .99 
oo 
Table 4 continued 
Rotated Factor Structure Matrix, Conununalities, and Item Means and Standard Deviations for the Multiple Role Coping Inventory-
Intentions (MRCI-I) Undergraduate Female Sample 
Item-total 
I II III IV V r M SD MRCI-I factor/item 
37.1 would expect my spouse to watch the 
kids during times when I am working 
overtime. 
18,1 will rely on my spouse for emotional 
support. 
55.1 will confront others' negative 
attitudes about my ability to handle 
career demands, while also valuing 
family responsibilities. 
12.1 plan to delegate household tasks to my 
children as needed. 
8.1 intend to call a good friend when I feel 
stressed out. 
50.1 will rely on my friends for emotional 
support. 
39.1 plan to express my anger when people 
close to me take advantage of my 
commitment to my home role, 
IV Career Commitment 
67.1 will value my career role more than my 
home role. 
.37 .00 .51 
.46 .22 .50 
.46 .17 .50 
.40 .00 .46 
.42 .19 .42 
.34 .17 .40 
.21 .00 .40 
-.19 .00 -.14 
.00 .19 .47 
-.26 .00 ,42 
.00 .29 .46 
.00 .14 .43 
.00 .00 .39 
.00 .00 .38 
.00 .00 .36 
.69 .00 ,54 
.51 4.53 1.11 
.64 5.25 .94 
.58 3.77 1.19 
.50 4.25 .99 
.59 4.52 .98 
.56 4.24 1.06 
.45 3.45 1,12 
.63 2.07 .93 
Table 4 continued 
Rotated Factor Structure Matrix, Conununalities, and Item Means and Standard Deviations for the Multiple Role Coping Inventory-
Intention» (MRCI-I): Undergraduate Female Sample 
Item-total 
Multiple Role Coping Inventory factor/item I 11 III IV V r h2 M SD 
5.1 expect that my career will be more 
fulfilling than my home life. -.21 -.21 -.11 .60 .00 ,45 .58 2.00 .90 
38.1 will be willing to make sacrifices in 
my home life for my career. .00 .00 .00 .58 00 .55 .56 2.71 1,08 
24.1 plan to put in extra time at work so 
that I can be promoted. .11 .00 ,12 .56 .17 ,59 .65 3,20 1,01 
72,1 plan to put in extra effort at work to 
gain promotions. .28 ,12 ,23 .41 .25 .49 .63 3.54 1.01 
34.1 will arrange for other childcare so I 
can finish career tasks or projects. .13 .00 ,22 .47 .16 ,43 .49 3.01 .85 
49.1 will value my career role as much as 
my home role. .36 -.10 ,00 .45 .30 ,37 .69 3.59 1,32 
V. Resisting Societal Pressure 
53.1 will try not to listen to coworkers who 
assume that being a good parent means 
staying at home. .20 .00 .24 .11 .72 .62 . 73 3.77 1.31 
46.1 will try not to listen to close friends 
who assume that being a good parent 
means staying at home. 15 .00 ,22 .12 .70 .62 .75 3.71 1,29 
S 
Table 4 continued 
Rotated Factor Structure Matrix, Conununalities, and Item Means and Standard Deviations for the Multiple Role Coping Inventory-
Intentions (MRCI-I). Undergraduate Female Sample 
Item-total 
MRCI-I factor/item I II III IV V r h2 M SD 
9.1 will try not to listen to relatives who 
assume that being a good parent means 
staying at home. .00 .00 .23 .12 .59 . 54 . 58 3.73 1.25 
35.1 expect to work so that I can contribute 
to the family's financial stability. .33 .00 .36 .23 .47 .36 .57 4.91 1.07 
54. If people think I am a bad parent for 
working full time, I will cut back on 
my hours at work. .00 .38 .00 .16 -.46 .16 .53 2.58 1.13 
11. If my children are distressed when I 
drop them at daycare, I will cut down 
on my hours at work. .28 .35 ,13 -.14 -.42 .73 .54 3.86 1.25 
85.1 will work part-time while my children 
are in grade school. .00 .23 .00 -.21 -.41 .73 .49 2.91 1.30 
Items loading less then 40 
57.1 plan to schedule time to pursue my 
own interests on days when my 
partner is responsible for childcare. .39 .24 .33 .12 .14 - .48 3.87 1.05 
15.1 plan to call a good friend for advice 
about how to handle home and career 
tasks. .39 .28 .39 .00 .00 - .57 3.06 .98 
13.1 expect to relocate the fiunily if it will 
benefit my spouse's career. .22 .39 .00 .00 .00 - .55 3.51 1.11 
Table 4 continued 
Rotated Factor Structure Matrix, Communalities, and Item Means and Standard Deviations for the Multiple Role Coping Inventory-
Intention» (MRCI-I): Undergraduate Female Sample 
Item-total 
1 II III IV V r h2 M SD MRCI-I factor-item 
47.1 will feel regret toward my career if my 
children ask me to spend more time 
with them when I need to work. 
63.1 expect to cook dinner at least three 
night» a week after I come home from 
work. 
87. My self-image will depend on how well 
I manage my home and career roles. 
2.1 expect that it will be my duty to put my 
home duties before my career. 
56.1 will work part-time while my children 
are preschool age. 
28.1 anticipate more costs associated with 
my career than benefits, 
64.1 will pay extra attention to my job 
performance to make sure that my 
home commitments do not affect my 
work. 
16.1 expect to take time off from work to 
stay Home with a sick child. 
.00 .38 .12 .00 .00 .42 3.66 1.19 
.33 .36 .12 -.21 .00 
.27 .35 ,12 .24 .00 
.30 .34 .14 -.31 -.11 
.15 .32 ,12 -.18 -.27 
.00 .32 ,00 .31 -.29 
.52 
.54 
.54 
.53 
4.48 1,03 
3.70 1.07 
3.74 1,23 
3.51 1.36 
.47 2.58 1.00 
.28 .0 .16 .39 .18 
.33 .37 .20 -.38 -.19 
.48 3.50 1,07 
.61 4.67 1.14 
00 Vl 
Table 4 continued 
Rotated Factor Structure Matrix, Communalities, and Item Means and Standard Deviations for the Multiple Role Coping Inventory-
Intentions (MRCI-I): Undergraduate Female Sample 
MRCI-I factor-item I II III IV V 
Item-total 
r h2 M SD 
31. If I choose a career that does not reach 
my full potential, I will not forgive 
myself. .00 .19 .00 .36 16 .52 2.57 1.19 
75. When I choose to take on a home 
responsibility, I will evaluate how it 
impacts my work schedule. .31 .16 .19 .34 .00 .73 3.34 .97 
30. If I feel guilty, I will try to avoid the 
feeling by keeping myself busy. .00 .25 .00 .33 .00 .46 3.01 1.03 
3.1 will hire outside help to assist with 
chores, so I can devote time to career 
tasks. .13 .00 .23 .30 .18 .44 2.43 1.10 
Total eigenvalue 
% total variance 
% trace (common variance) 
16.59 
19 
49 
6.39 
7 
19 
5.13 
6 
15 
2.97 
3 
9 
2.59 
3 
8 
33,67 
Note, n = 302; Although items are numbered 1 through 88,73 items were included in the item-total correlations. The h value is the communality of 
each item. The rotated factor loadings (in boldface) represent those items that loaded on that particular factor. Dashes indicate not applicable. 
$ 
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stressed out" were changed to a negatively worded item, it would probably be changed 
to, "I don't call a good friend when I feel stressed out " Attaching the frequency of 
"Never" or "All the Time" to the negatively worded item, begs the question of whether it 
is possible that someone could NOT engage in a behavior "Never", or, "All the Time". 
And, if so, the meaning of the resulting endorsement may be unclear to the participant. 
For these reasons, items were retained to reflect the presence of a behavior throughout 
the MRCI. All 88 items used in the current study are included in Appendix B. 
Job Satisfaction Blank (JSB; Hoppock. 1935) 
The Job Satisfaction Blank is comprised of four items assessing individual job 
satisfaction. Ranked on a 7-point Likert scale, items include the following content areas: 
(1) degree to which current job is liked, (2) amount of time the individual experiences 
satisfaction related to a job, (3) if the individual has intentions to leave or stay with the 
current job, and, (4) the degree to which one likes a job in comparison to other co­
workers. Total scores range from 4 to 28; high scores indicate more job satisfaction 
experienced currently. Internal consistency scores are adequate, reliability coefficients 
ranging from .76 to .93 (Breeden, 1993; Clark, 1996; Hoppock, 1935; 1961; Lofquist & 
Dawes, 1969; Dunne, Stahl & Melhart, 1978). Internal consistency for the current sample 
was .75. Convergent validity has been found for the JSB; total scores correlate .67 with 
self-reported desirable working conditions (Hoppock, 1985). The JSB is included in 
Appendix C. 
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Positive and Negative Affect Schedule-Expanded Form (TANAS-X: Watson & Clark. 
1994) 
The PANAS-X is a 60-item scale consisting of one-word adjectives descriptive of 
affective states. Though the entire instrument houses 13 scales, only the negative 
affective items were included in the present study. Endorsed using a 5-point Likert scale, 
the negative affect subscale is made up of 10 items and is regarded as a measure of 
global distress. Total scores on the subscale range from 10 to SO, with higher scores 
indicative of a greater subjective experience of negative affect for the individual. Internal 
consistency for all subscales is good; reliability coefficients range from .83 to .90. For the 
current sample, the internal consistency was .80. Watson and Clark (1994) found 
convergent validity to be substantiated by correlations with depression and anxiety. 
Specifically, they found that the Beck Depression Inventory and State Trait Anxiety 
Inventory correlated .56 and .51 with negative affect, respectively. The negative affect 
items of the PANAS-X are included in Appendix C. 
Procedures 
The representative, random sample was based on the percentage of woman 
employees who are mothers, working for Iowa State University (ISU) in each general job 
category. Job categories were provided by the Human Resources department at ISU when 
the study was approved. The sample also was drawn based on sex (i.e. women) and 
parental status (i.e. has dependent children). The final sample was generated by the 
Human Resources department for ISU. From the representative, random sample, 2200 
potential participants were sent the MRCI and a demographic sheet. Employees on the 
list were contacted twice, once during the Summer semester and once during the Fall 
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semester, to return the completed questionnaire packets. The initial contact contained a 
cover sheet explaining the general purpose of the study. The questionnaire packet 
consisted of a demographic sheet, the MRCI, and items/measures to measure validity. 
Validity items addressed perceived equity of household tasks for participants, the 
PANAS-X, the JSB, and a debriefing form. No identifying information was attached to 
the response packet. Informed consent was obtained by women choosing to respond or 
not respond to the questionnaire after reading the cover sheet explaining the purpose of 
the study (See Appendix D). Questionnaire packets were stored in separate, locked, filing 
cabinets for purposes of confidentiality following data collection. Forms will be kept in a 
secure area for five years, in accordance with regulations of the American Psychological 
Association. 
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Chapter Four 
Results 
Statistical analysis for the current study can be summarized into four categories, 
including an exploratory factor analysis of the 88 items comprising the MRCI, sample 
analyses to investigate possible subgroup difference, reliability information for each of 
the resulting scales, and construct validity substantiating each of the scales. 
Factor Analysis 
A principal-factors extraction with promax rotation was utilized via the Statistical 
Package for the Social Sciences X 9.0 (SPSSX; SPSS, 1998). Squared multiple 
correlations were used as the initial communal ity estimates, and the communalities were 
iterated. The initial factor analysis was run using an oblique rotation on the full 88 items 
of the MRCI, with an adequate sample size (N = 266), to establish whether the resulting 
factors were correlated. The current sample allowed for 3 participants per item. Though 
usual guidelines have stipulated 5-10 participants per item are necessary, Tinsley and 
Tinsley (1987), have questioned this "overly simplified" assumption. They state, "We 
recommend that investigators consider the number of factors that theoretically would be 
expected to emerge from the analysis and that they include more than enough variables to 
measure each factor. This procedure will increase the precision of the factor analysis, 
thereby lessening the importance of obtaining large numbers of subjects". Empirical 
research has substantiated this suggestion, as Arrindell and van der Ende (1985) analyzed 
potential factor structure differentiation for a 76-item instrument, utilizing a range of 1.3 
to 14.5 respondents per item. They found no effects on factor structure for either the 
range of observations-to-variables ratios or absolute number of participants. 
Eigenvalues for the resulting factors were examined, showing 25 factors with 
eigenvalues above 1. Using this and the data from the scree plot, both the four or five-
factor solutions were considered in the final conceptual analysis. Factor correlations were 
in the moderate range (.07 to .39) for the four-factor solution. For this reason, an oblique 
rotation was retained for the rest of the exploratory analyses. 
Factor analyses specifying four, five, and six factors were rerun based on the 
initial factor run, and were analyzed considering prior data using an undergraduate 
sample (Karr & Larson, 1999). Careful analysis of item content was conducted for the 
four, five, and six-factor structures. In considering the six-factor structure, four key 
factors appeared, Proactive Coping (Factor 1; a = .87), Egalitarian Family Relationships 
(Factor 2; a = .82), Lack of Guilt (Factor 3; a = .82), and Career Commitment (Factor 4; 
a = .83). Factor 5 (a = .65) was made up of six items, included two heavy-loading items 
that seemed to indicate a social support factor, namely, "I rely on my friends for 
emotional support", and "I call a good friend for advice about how to handle home and 
career tasks". Yet, the other items on factor 5 did not fall within this conceptual 
framework. These items included, "I take time off from work to stay home with a sick 
child", and, "I confront my partner if I devote more time to childcare tasks than he or she 
does. 
Six items loaded on Factor 6 (a = .67), but also did not tap a common conceptual 
framework. The heaviest-loading item for this factor was "I work(ed) part-time while my 
children are/were in grade school". Two other similar items that address limited work 
hours loaded on Factor 6: "I work(ed) part-time while my children are/were preschool 
age", and, "If people think I am a bad parent for working full time, I cut back on my 
hours at work". Other, more discrepant, items loading on Factor 6, however, included, "I 
weigh the pros and cons of the ways I handle my home and career tasks", and, "I will 
write down what worries me about home and career tasks to help me cope with them". 
Due to the conceptual discrepancies evidence on Factors 5 and 6 for the six-factor • 
solution, other factor solutions were considered to be more viable. 
The five-factor solution found the same four factors emerging on Factors 1-4: 
Proactive Coping (Factor 1; a = .88), Egalitarian Family Relationships (Factor 2; a = 
.88), Lack of Guilt (Factor 3; a = .82), and Career Commitment (Factor 4; a = .83). 
Factor 5 (a = .66), with five items loading on this factor, seemed to be split conceptually 
between addressing social support, and addressing childcare issues. The first three items 
addressed social support: "I call a good friend for advice about how to handle home and 
career tasks", "I rely on my friends for emotional support", and, "I call a good friend 
when I feel stressed out". The last two items addressed childcare by addressing allocation 
of time devoted to childcare: "I take time off from work to stay home with a sick child", 
and, "I confront my partner if I devote more time to childcare tasks than he or she does". 
Similar to the six-factor solution, the conceptual discrepancies evidenced outside of the 
four-factor solution on Factor 5, indicated a lack of psychometric quality for the five-
factor solution. 
The four-factor structure provided the best conceptual fit that seemed to 
approximate simple structure (Thurstone, 1942). Each of the four factors seemed to 
encompass distinct conceptual entities, with each item reflecting its respective 
conceptual category. Using the criterion that factor loadings above .40 would be included 
to determine the final factors, 41 items failed to load significantly on any of the factors. 
Forty-seven total items were retained, yielding four factors determined to be Proactive 
Coping, Egalitarian Family Relationships, Guilt, and Career Commitment Number of 
items per factor totaled 17, 13, 10, and 7, respectively. Table 5 presents the rotated-factor 
structure matrix, factor loadings, item communalities, item-total correlations, item means 
and standard deviations, and items that failed to load on any of the final factors. 
Proactive Coping, the first factor, evidenced factor loadings from .41 to .71, and 
consisted of 17 items. Item content for this factor seemed to address a general range of 
coping strategies aimed to manage a wide range of behaviors, emotions, and thoughts. 
Items loading the heaviest on the factor include, "I am confident in my ability to resolve 
potential home-career conflicts", and I am persistent in finding ways to balance home 
and career duties". The range of item content covered by this factor seems to indicate 
that general management of coping, rather than reactive coping, may not be as planned or 
helpful, or may become problematic to daily functioning. Of the 17 items loading on this 
factor, 16 also loaded on the Proactive Coping factor of the MRCI-I. The only item not 
loading on the MRCI-I for this factor was the item, "I keep a positive attitude at work, 
even if my home life is hectic. 
The second factor, Egalitarian Family Relationships, consisted of 13 items, and 
addresses the interpersonal functioning of the family based on equality of shared tasks 
and roles. Factor loadings ranged from .42 to .79. Two of the heaviest loading items on 
this scale were, "Household duties are divided 50/50 between myself and my partner", 
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and "I talk to my partner if I feel overloaded". Other items address equality of childcare 
responsibilities, other family members' sharing of household chores, and encouraging 
one's spouse in home-career struggles as they arise. Of the 13 total items, 6 items also 
loaded on the MRCI-I factor labeled Social Support Utilization, and 7 items loaded on 
the MRCI-I factor, Proactive Coping. 
The third factor, with 10 items, was labeled Lack of Guilt due to the blame, worry 
and guilt in the content of the items endorsed. Items were reverse scored after the data 
was collected to reflect a range of positive coping strategies rather than a negative set of 
events. Factor loadings ranged from .48 to .64 on this scale. For example, The three 
highest loading items on this factor included, "I feel guilty about putting my needs ahead 
of a family member's needs", "I blame myself if the family's schedule is not well 
coordinated", and "If my house is not clean, I blame myself'. Of the 10 total items 
loading on this factor, 7 items also loaded on the Lack of Guilt factor for the MRCI-I. 
Finally, the fourth factor was labeled Career Commitment, containing 7 items. 
Factor loadings ranged from .55 to .66 on this scale. Item content on this factor addressed 
effort expended in career activities, plus valuing and being fulfilled by one's career 
responsibilities. High loading items on this factor were, "I put in extra time at work so 
that I can be promoted ", and, "My career is just as fulfilling as my home life". Of these 7 
items, 5 also loaded on the Career Commitment factor of the MRCI-I, and 2 items loaded 
on the MRCI-I Proactive Coping factor. 
Tables 
Rotated Factor Structure Matrix, Commonalities, and Item Means and Standard Deviations for the Multiple Role Coping Inventory (MRCI) 
Item-total 
Multiple Role Coping Inventory factor/item I II III IV r M SD 
1. Proactive Coping 
78. I am confident in my ability to resolve 
potential conflicts between my home 
and career roles, .71 ,27 .27 .25 ,68 .68 3.86 1.16 
75. I am persistent in finding ways to 
balance my home and career duties, .63 .26 .13 .34 ,62 .67 3.97 1.04 
74. I am satisfied with my best effort in 
handling my responsibilities. .62 ,26 .30 .23 ,58 .71 3.87 1.10 
42. I think about my home and career roles 
in flexible ways. .56 .40 .36 .27 ,54 ,64 3.50 1.22 
84. I brainstorm ways to cope with home-
career conflicts when they arise. .56 .21 .00 .29 .56 .57 3.39 1.09 
64. I keep a positive attitude at work, even 
if my home life is hectic. .56 ,11 .00 .27 .55 .60 4.23 1.07 
83. I sort out my feelings when problems 
arise. .54 .23 .14 .00 .51 .60 3.36 1.08 
81. I use my intuition to help me handle 
potential home-career conflicts. .53 ,00 .00 .20 .47 . 59 3.60 1.09 
76. I evaluate how I am handling my home 
and career responsibilities from time to 
time. .50 .27 .00 .36 .55 .79 3.51 1.06 
53. I look for positive characteristics of 
even the most discouraging situations. .50 ,11 .12 .14 .46 .65 3.64 1.23 
Tables 
Rotated Factor Sttucture Matrix, Communalities, and Item Means and Standard Deviations for the Multiple Role Coping Inventory (MRCI) 
Item-total 
Multiple Role Coping Inventory factor/item I II ffl IV r M SD 
69. I ask for help completing tasks at work 
when I need it. .49 .38 .20 .15 .46 ,61 3.09 1.16 
63. I use strategies so that I will be efficient 
at work. .48 ,14 .00 .28 ,47 ,57 4.19 1.15 
37. If I plan my time wisely, I am able to 
spend my free time with my children. .47 ,27 .00 .00 .37 .51 4.09 1.07 
33. I monitor if my expectations are 
realistic. .46 .39 .00 .26 .51 .58 3.50 1.14 
77. I weigh the pros and cons of the ways I 
handle my home and career tasks. .46 .18 -.13 .39 .49 .80 3.38 1.09 
34. I think of creative ways to take care of 
myself. .45 .34 ,22 ,23 .46 .63 2.91 1.15 
4. I establish rules and priorities for 
dealing with roles. .41 .28 .10 .00 ,41 .55 3.30 1.24 
II. Egalitarian Family Relationships 
59. Household duties are divided 50/50 
between myself and my partner. .14 .79 .17 .14 .70 .85 2.80 1.43 
28. Household responsibilities are split 
equally between my partner and 
myself. .18 .79 .17 .17 .71 .83 2.88 1.37 
20. I talk to my partner if I feel overloaded. .42 .72 ,13 .00 .71 .77 3.82 1.29 
1. Family members share household tasks 
with me. .22 .64 ,25 13 ,61 .67 3.67 1.25 
Tables 
Rotated Factor Stiucture Matrix, Communalities, and Item Means and Standard Deviations for the Multiple Role Coping Inventory (MRCI) 
Item-total 
Multiple Role Coping Inventory factor/item I II III TV r h2 M SD_ 
86. Childcare duties are divided 50/50 
between myself and my partner. 
15. I rely on my partner for emotional 
support. 
6. I talk to my partner about how I feel 
about my roles. 
5. Family members help me resolve 
conflicts between roles. 
88. I ask my partner about ways to help 
lessen his or her stress. 
49. I encourage my partner in his or her 
home-career struggles. 
8. I ask for help when I need it. 
87. I feel positively about my partner's 
career. 
29. My partner watches the kids during 
times when I am working overtime. 
61. I fed guilty about putting my needs 
ahead of family member's needs. 
67. I blame myself if the family's schedule 
is not well coordinated. 
41. If my house is not clean, 1 blame 
myself. 
.13 .63 .15 .13 
.24 .63 .00 .00 
.35 .61 .00 .00 
.34 .60 .20 .11 
.28 .57 .00 .00 
.33 .55 -.14 
.43 .45 
.00 .18 
.17 .21 
.15 .17 
.00 
.64 
.62 
.57 
.00 
.42 .49 .34 .00 
.00 
.28 .42 .00 .31 
.00 
.00 
.00 
.56 
.64 
.60 
.57 
.52 
.53 
.42 
.46 
.39 
.58 
.55 
.53 
.67 2.85 
.75 4.05 
.68 3.46 
.67 2.96 
.63 3.30 
.68 3.80 
.63 3.24 
.57 4.24 
.53 3.88 
.61 3.67 
.66 3.53 
.64 3.53 
1.47 
1.39 
1.19 
1.16 
1.25 
1.29 
1.00 
1.30 
1.61 
1.37 
1.28 
1.44 
Tables 
Rotated Factor Structure Matrix, Communalities, and Item Means and Standard Deviations for the Multiple Role Coping Inventory (MRCI) 
Item-total 
Multiple Role Coping Inventory factor/item I II HI IV r Af M SD 
62. I worry about my child's emotional 
health while he or she is in daycare. 
72. I am disappointed in myself if I am not 
able to resolve home-career conflicts. 
16. I feel guilty whenever I stay late at 
work. 
66. I struggle with my own expectations of 
what I "should" do as a parent. 
17. My self-image depends on how well I 
manage my home and career roles. 
18. I worry about my kids while I'm at 
work. 
13. I feel guilty if my career and parenting 
commitments make me spend less time 
with my partner, 
IV. Career Commitment 
19. I value my career role as much as my 
home role. 
22. My career is just as fulfilling as my 
home life. 
23. I put in extra time at work so that I can 
be promoted. 
.00 ,00 .56 .00 
.00 ,00 .56 -.21 
.00 .00 .54 -.15 
.18 .21 
.17 ,00 
.50 
.48 
.00 .00 .49 
.30 .18 .39 
.00 
.00 ,00 .50 -.25 
.20 
.00 
.25 .13 .22 .66 
.66 
.50 
.54 
.50 
.47 
.48 
.42 
.42 
.00 .00 .00 .65 
.66 
.71 
.60 
.60 3.29 
,61 3.20 
.55 3.13 
.58 3.58 
,60 3.79 
.59 3.37 
.57 2.95 
.73 3.57 
.78 3.22 
.73 2.12 
1.48 
1.16 
1.38 
1.29 
1.33 
1.23 
1.18 
1.47 
1.42 
1.24 
Tables 
Rotated Factor Structure Matrix, Communalities, and Item Means and Standard Deviation» for the Multiple Role Coping Inventory (MRCI) 
Item-total 
Multiple Role Coping Inventory factor/item I II III IV r h2 M SD_ 
71. I put in extra effort at work to gain 
promotions. 
73. Being committed to my career helps me 
keep balanced. 
54. I value my career role more than my 
home role. 
51. My career is more fulfilling than my 
home life. 
Items with loadings less than .40 
68. I delegate tasks at work when 
appropriate. 
48. 1 take off a day from work to chaperone 
a field trip for my children. 
50. I rely on my friends for emotional 
support. 
12. I call a good friend for advice about 
how to handle home and career tasks. 
7. I call a good friend when I feel stressed 
out. 
57. I schedule time to pursue my own 
interests on days when my partner is 
responsible for childcare. 
.13 ,13 .00 .59 
.36 ,18 ,14 .59 
.00 .00 .16 
.00 .00 
.56 
.27 .55 
.39 .36 .21 .31 
.37 .00 -.15 -.15 
.37 .17 .00 .00 
.37 ,11 ,00 .00 
.36 .14 ,00 .00 
.32 .15 .52 .11 
.49 
.57 
.51 
.57 
.66 2.67 
.69 3.31 
.71 1.97 
.69 2.13 
.61 3.33 
.54 2.81 
.67 3.33 
.69 2.37 
.70 3.06 
.48 2.76 
1.37 
1.38 
1.06 
1.00 
1.14 
1.27 
1.34 
1.16 
1.27 
1.19 
Tables 
Rotated Factor Structure Matrix, Communalities, and Item Means and Standard Deviations for the Multiple Role Coping Inventory (MRCI) 
Item-total 
Multiple Role Coping Inventory factor/item I U III IV r_ M SD 
56. I confront others' negative attitudes 
about my ability to handle career 
demands, while also valuing family 
responsibilities. .30 ,23 -.12 .28 - .54 2.75 1.41 
47. When my children are distressed when 
I drop them at daycare, I cut down on 
my hours at work so that I can devote 
more time to childcare. .22 .14 -.19 .00 - .55 2.24 1.10 
9. I delegate household tasks to my 
children as needed. .21 ,20 .12 .00 - ,51 3.09 1.17 
85. I work part-time while my children are 
in grade school. .19 .00 -.10 -.17 - .66 2.07 1,57 
55. 1 will work part-time while my children 
are preschool age. .17 ,00 ,00 .00 - .65 2.49 1.71 
44. I become involved in a few of my 
partner's work related and social 
activities when appropriate. .17 ,36 -.18 .00 - ,63 3.63 1.27 
80. I confront my partner if I devote more 
time to childcare tasks than he or she 
does. .11 .21 .00 .13 - .65 2.78 1.30 
60. I cook dinner no more than four nights 
a week after I come home from work. .00 .18 .12 .16 - ,44 3.51 1.62 
36. I confront my partner if I devote more 
time to household tasks than he or she 
does. .00 ,17 ,00 .00 - ,67 2.82 1.23 
Tables 
Rotated Factor Stiucture Matrix, Communalities, and Item Means and Standard Deviations for the Multiple Role Coping Inventory (MRCI) 
Item-total 
Multiple Role Coping Inventory factor/item I M UI IV r M SD 
2. It is my duty to put my home duties 
before my career, .00 ,00 -.39 -.26 - ,46 3.37 1.27 
24. It is my duty to put my partner's needs 
before my own. .00 ,00 -,39 -.11 - .56 2.74 1.13 
65. I experience more costs associated with 
my career than benefits. -.18 ,00 -.39 .12 - .61 2.58 1.15 
11. I am responsible for planning all of the 
childcare arrangements. .12 -.37 -.38 .00 - .58 4.50 1.48 
43. I feel responsible to plan the meals for 
the week. .00 -.23 -.37 -.15 - .49 4.41 1.48 
58. I make personal sacrifices for the 
benefit of my partner's career, .00 ,12 -.34 .00 - .61 3.14 1.21 
27. I pick up and deliver my children to/ 
from childcare. .10 -.12 -.33 .00 - .58 3.76 1.83 
40. I feel regret toward my career if my 
children ask me to spend more time 
with them when I need to work. .00 ,00 -.32 .15 - .39 2.92 1.41 
31. I take off time from work to take one of 
my children to a doctor's appointment, .00 -.11 -.31 -.11 - .65 4.45 1.34 
14. I take time off from work to stay home 
with a sick child. .14 ,00 -.29 .00 - .66 3.95 1.33 
25. I work so that I can contribute to the 
family's financial stability. .00 -15 -.27 .00 - .42 5.11 1.21 
Tables 
Rotated Factor Structure Matrix, Communalities, and Item Means and Standard Deviations for the Multiple Role Coping Inventory (MRCI) 
Item-total 
Multiple Role Coping Inventory factor/item 1 II III IV r M SD 
10, I consider relocating the family for the 
benefit of my partner's career. .00 ,21 -.22 .11 - ,52 2.59 1.61 
39. I express my anger when people close 
to me take advantage of my 
commitment to my home role. .16 .00 ,19 .00 - .50 2.54 1.04 
52. If people think I am a bad parent for 
working full time, I cut back on my 
hours at work. .00 ,00 -,13 .10 - .47 1.41 .78 
26. When I choose to take on a home 
responsibility, I evaluate how it impacts 
my work schedule. .17 .00 -.13 .37 - .48 3.01 1.50 
46. If my career does not reach my full 
potential, I can not forgive myself. -.16 .00 -.22 .37 - ,55 2.10 1.19 
38. I make sacrifices in my home life for 
my career. -.12 -.16 -.12 .35 - .52 2.81 1.20 
79. I try not to listen to close friends who 
assume that being a good parent means 
staying at home. .21 .00 .00 .35 - .87 3.91 1.60 
70. I try not to listen to relatives who 
assume that being a good parent means 
staying at home, .23 ,13 .00 .33 - .84 3.98 1.58 
35. I arrange for other childcare so I can 
finish career tasks or projects. .15 .00 .00 .33 - .48 2.20 1.12 
Table 5 
Rotated Factor Structure Matrix, Communalities, and Item Means and Standard Deviations for the Multiple Role Coping Inventory (MRCI) 
Multiple Role Coping Inventory factor/item I II III IV 
Item-total 
r h} M SD 
30. I pay extra attention to my job 
performance to make sure that my 
home commitments do not affect my 
work. .21 .00 -.25 .31 .55 3.40 1.37 
45. I try not to listen to coworkers who 
assume that being a good parent means 
staying at home. .14 .11 .00 .30 .61 3.73 1.66 
21. If I feel guilty, I try to avoid the feeling 
by keeping myself busy. .00 .00 -.20 .27 .43 2,97 1.19 
82. I write down what worries me about 
home and career tasks to help me cope 
with them. .19 .25 .00 .25 .55 1.89 1.17 
3. I hire outside help to assist with chores, 
so I can devote time to career tasks. .00 .00 .00 .25 .44 1.59 1.20 
32. I choose carefully among tasks that 
make demands on my career. .19 ,15 -.15 .22 .54 3,41 1.21 
Total eigenvalue 
% total variance 
% trace (common variance) 
10,66 
12 
42 
6.34 
7 
25 
5,12 
6 
20 
3.21 
5 
13 
25.33 
-
-
Note, n - 266; Although item» are numbered 1 through 88, only 47 items were included in the item-total correlations. The h1 value is the commonality of 
each item. The rotated factor loadings (in boldface) represent those items that loaded on that particular factor. Dashes indicate not applicable. 
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Reliability 
Internal consistency estimates were generated for each of the four factors. The 
reliability estimates for each of the scales is as follows: Proactive Coping, a = .88 (CI = .86, 
.90), Egalitarian Family Relationships, a = .88 (CI = .86, .90), Lack of Guilt, a = .82 (CI = 
.79, .85), and Career Commitment, a = .83 (CI = .80, .86). The alpha coefficient for the 
MRCI total score was .86 (CI = .84, .88). Item-total correlations ranged between .37 and .71 
across the items. 
Validity 
A set of three hypotheses were examined based on the assumption that a similar 
factor structure would emerge with the working mothers sample that emerged with 
undergraduate women. In fact, all but two of the factors are highly similar, the Egalitarian 
Family Relationship factor from the MRCI included items from the Social Support 
Utilization and Proactive Coping factors from the MRCI-I. Presented below are the analyses 
used to examine the three hypotheses. Pearson product-moment correlations were conducted 
to determine convergent validity for the scales (Table 5). 
2a. Three of the MRCI factors, namely Proactive Coping and Lack of Guilt were expected to 
negatively correlate with negative affect. Though the initial hypothesis stated Resisting 
Societal Pressure and Social Support Utilization to correlate with negative affect, these two 
factors did not emerge during the current factor investigation. Instead, Egalitarian Family 
Relationships appeared to partially take the place of Social Support Utilization. Because of 
the substitution of Egalitarian Family Relationships for Social Support Utilization, it would 
be expected that this factor would maintain the hypothesized properties of the original factor, 
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and negatively correlate with negative affect As shown by Table 6, this was substantiated by 
the current investigation: Proactive Coping, r = -.38, g< .001, Lack of Guilt, r = -.35, g < 
.001, and Egalitarian Family Relationships, r = -.26, g < .001. 
2b. The factor, Social Support Utilization, was expected to be positively correlated with 
perceptions of equal time and effort spent on household and family tasks between themselves 
and their partners. Though Social Support Utilization did not emerge as a factor, as stated 
previously, the Egalitarian Family Relationships factor was expected to maintain a similar 
relationship to the criterion variables 
As seen in Table 6, several significant correlations were found between the factor 
Egalitarian Family Relationships and variables measuring equality of task allotment within 
the household (See Table 6, Family Measures). Family Measures were included to examine 
the relationship between perceptions of equality in family relationships coinciding with 
relevant coping strategies. The first six family measures in Table 6 range from 1-5 with 
higher scores meaning endorsement of more interference or more satisfaction. The next five 
items (items 7-12) involve comparison between one's self and one's partner and were 
recoded on a three point scale to indicate perceptions of the degree to which ( 1 ) personal 
responsibilities outweigh partner's responsibilities, and (2) partner responsibilities are 
greater than personal responsibilities. Higher scores indicate self or partner doing more (See 
Table 1 for listing of the item means). 
First, the highest correlating variable for the factor, Egalitarian Family Relationships, 
was Satisfaction with Partner's Home Chores, r = .50, p < .001, indicating greater 
satisfaction with the amount of home tasks one's partner takes on is significantly related to 
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egalitarian family coping strategies reported by the woman. Similarly, Egalitarian Family 
Relationships was significantly correlated with one's own satisfaction with the amount of 
personal effort contributed to household tasks, r = .27, g < .001. Additionally, perceptions of 
effort both one's self and one's partner expends is correlated significantly with Egalitarian 
Family Relationships. Specifically, of particular note is the finding that whether the 
participant did more housework than her partner (r = -.38, g < .001), or one's partner did 
more housework than herself, (r = -.27, g < .001), both discrepancies were negatively 
correlated with Egalitarian Family Relationships. 
Finally, two other variables were also negatively correlated with the factor Egalitarian 
Family Relationships, one indicating that personal effort was perceived to exceed one's 
partner's effort, and the other regarding the greater value of one's partner's career in the 
relationship. Specifically, engaging in more childcare than one's partner, r = -.32, p < .001, 
and having one's partner's career valued more than one's own, r = -.25,5 < .001, both were 
negatively related to Egalitarian Family Relationships. 
2c. The factor, Career Commitment, was hypothesized to be correlated significantly with job 
satisfaction. This hypothesis was substantiated as well (r = .44, p < .001), as career 
commitment positively related to current satisfaction with one's current job position and 
workplace, r = .46, g <001. 
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Table 6 
Correlations of the Muhipte Role Coping Inventory (MRCI) Totel and Four Factor Scores with the Criterion Measures 
MRCI 
1. Total 
(N = 232) 
2. Proactive Coping 
(N=266) 
3. EFR 
(N = 266) 
4. Lack of Guilt 
(N = 232) 
5. Career Commitment 
(N= 266) 
Family Measures 
1. Satisfaction witli Own Home Chores 
(N = 264) 
2. Satisfaction with Partner's Home Chores 
(N = 257) 
3. Job Interfering with Home 
(N = 264) 
4. Job Interfering with Family 
(N = 263) 
5. Home Interfering with Job 
(N = 264) 
6. Work/Family Interfering Simultaneously 
(N = 264) 
7. More Housework than Partner 
Of = 239) 
8. Partner Does More Housework 
(N = 89) 
1 
.81" 
.72** 45" 
.48" 
.35* 
.41" 
-.15 
-.25* 
-.08 
-23' 
15* 
.54** .34** 
19* 
-.12* 
.19 
-.09 
-.21' 
.09 
.13* 
.27** .27** 
50* 
-.06 
-09 
-.06 
-.11 
.32** -.17** -.38** 
.14 
.33" 
.19* 
.23* 
-.33" 
-.10 -.08 -.27** 
-.10 
.30" 
-.13 
05 
.05 
15* 
-.01 
10 
.04 
-.04 
-.06 
.06 
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Table 6 
Correlations of the Multiple Role Coping Inventory (MRCI) Totel and Four Factor Scores with the Criterion Measures 
1 2 3 4 5 
9. More Childcare than Partner 
(N = 242) -36** -23** -32" - 17* -12 
10. Partner Does More Childcare 
(N = 87) 12 12 - 07 .19 18 
11. My Career More Valued 
(N = 140) 05 - 06 .08 04 07 
12. Partner's Career More Valued 
(N = 213) -31** -.15* .25** -21** -12 
JSB 
(N = 251) 46** 38** .24" 19** 46" 
PANAS-X 
(N = 259) -44** -38** -.26" -.35* * -12* 
Age 
(N = 261) -.01 .07 -.10 II -01 
Income 
(N = 231) .11 15* .05 -.01 21** 
Note. EFR = Egalitarian Family Relationships; SATISFACTION WITH HOME CHORES = Satisfied with time spent on home chores; 
SATISFACTION WITH PARTNER'S HOME CHORES= Satisfied with time partner spends on home chores; JOB INTERFERING WITH 
HOME = Frequency job interferes with home tasks; JOB INTERFERING WITH FAMILY = Frequency job interferes with family, HOME 
INTERFERING WITH JOB= Frequency home interferes with tasks at work; WORK/FAMILY INTERFERING SIMULTANEOUSLY= 
Frequency work and family interfere with each other, MORE HOUSEWORK THAN PARTNER-1 do more housework than pi tua, 
PARTNER DOES MORE HOUSEWORK= Partner does more housework than myself, MORE CHILDCARE THAN PARTNER^ I do 
more childcare than partner, PARTNER DOES MORE CHILDCARE = Partner does more drildcaie than myself, MY CAREER MORE 
VALUED — My career is valued more than my partner's; PARTNER'S CAREER MORE VALUED = Partner's career is valued more 
than mine; JSB = Job Satisfaction Blank; PANAS-X = Positive and Negative Affect Schedule; AGE= Participant's age; INCOME= 
Household income. *p < .05. "p < .001. 
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Additional Analyses 
Group means for each of the MRCI factors are presented in Table 7. First, age 
groups were compared. The sample was split at the median, 40.0 years of age. No 
significant main effects were found on the four subscales, F (4,227) = 1.68. g > .05. 
Next, income was examined as potentially contributing to group differences 
within the sample. Because the median income for the sample was $61,000, the sample 
was divided according to this criterion. Once divided, 128 participants indicated a 
household income less than $61,000, and 113 participants indicated more than $61,000. 
No significant main effects were found for income, F (4,203) = 1.70, g > .05. 
Third, levels of education attained were compared on each of the four scales, F 
(20, 231) = 1.26, g > .05. Merit pay and professional job classifications were also 
compared No significant differences were found on the four scales: F (8, 229)= 1.51,g 
> .05. Finally, because there was an inadequate sample size for each of the racial/ethnic 
groups to be reliably compared statistically to the White subgroup, individual 
racial/ethnic groups were collapsed into one group. Independent t-tests were generated 
based on race (White vs. Multicultural), and no significant differences were found 
between the two groups on any of the four subscales, F (4,271) = .99, g > .05. 
Table 7 
Sample Subpoup Different m MRrt 
MRCI Subscale Scores 
Egalitarian 
Proactive Family Lack of Career 
Coping Relationships Guilt Commitment 
Group M SD df E M SB df E M SB df E M SD df E Overall 
df E 
Age 
<40yrsold 61.5 12.1 1 .13 46.5 11.5 1 6,71* 34.8 7.5 1 3.37 19.6 6.1 1 1.84 4 1.68 
> 40 yrs old 61.0 10.6 42.8 10.1 36.8 8.9 18.4 6.3 
Income 
<$63,000 60.2 9.8 1 3.93* 45,2 11.0 1 .05 35.3 8.1 1 .36 18.5 6.0 1 6.65* 4 1.70 
>$63,000 63.3 12.3 45.5 11,4 36.4 8.3 20.7 6.4 
Education 
(completed) 
Highscbool 60.8 13,5 6 1.52 46.2 12.2 6 1.07 32.2 10.0 6 1.16 16,1s 7.3 6 5.11** 20 1.26 
Son* college 39.6 8.7 43.0 11.5 34.6 7,2 17.3" 5.0 
Two yr degree 57.9 10.5 46,8 8,6 35.9 7,5 17.9e 5.0 
Four yr degree 62.5 9.4 42,9 11.1 35.7 9.1 18.1' 6.3 
Masters 63.1 14.9 44.7 11.8 37.0 8.5 21.2 7.3 
Doctorate 63.2 12.3 46.7 11.0 37.2 8.0 22,2'w 5.5 
No education 
level specified 53.7 13.3 40.0 14.4 36.3 4.5 19.5 7.1 
Job Status 
Professional 59.6 9.8 2 7.66* 43,7 10.7 2 5.45* 34.8 8.1 2 2.89 17.0 5.5 2 22.56" 8 1.51 
Merit Pay 63.1 12.9 46.8 11,3 36.9 8.1 22.1 6.0 
Race/Ethnicity 
Non-White 61.6 10.9 1 1.49 44.5 11,2 1 .97 35.7 8.1 1 .15 19.1 7.0 1 .61 4 .99 
White 58,8 15,1 46,7 9,7 36,4 8,9 20,0 6 1 
Note. *p< ,05. *p< .001.1 «p< .05. =p< ,001.e = p<05. - p < .05 
O 
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Chapter Five 
Discussion 
The MRCI items generated for factor analytic investigation yielded four factors 
that addressed coping strategies for handling home-career role conflict The four factors 
were best represented by the following labels: Proactive Coping, Egalitarian Family 
Relationships, Lack of Guilt, and Career Commitment Established statistical and 
conceptual criteria were utilized to determine the factor structure for a sample of 
employed mothers who were in a committed relationship. 
Initial reliability and validity was established for each of the factors. Reliability 
coefficients for each of the factors ranged from .82 to .88, demonstrating good internal 
consistency for each of the subscales. Specifically, the following coefficients were found 
for the four subscales of the MRCI: Proactive Coping, a = .88 (CI = .86, .90), Egalitarian 
Family Relationships, a = .88 (CI = .86, .90), Lack of Guilt, a = .82 (CI = .79, .85), and 
Career Commitment, a = .83 (CI = .80, .86). The alpha coefficient for the MRCI total 
score was .86 (CI = .84, .88). 
Factors were analyzed using a principal-factors procedure, using an oblique 
rotation due to moderate correlations among factors generated on the preliminary factor 
analysis. Four factors appeared to best represent the structure of the items. Additionally, 
only factors with eigen-values greater than 1.00 were also considered for further analyses. 
A factor loading criterion of .40 was utilized to item analysis; those not meeting this 
criterion were not retained. The four factors that emerged are similar to those found in an 
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undergraduate woman sample (Karr & Larson, 1999); the two major differences between 
the two factor structures is the inclusion of a fifth factor, Resisting Societal Pressure on 
the MRCI-I, and the factor, Egalitarian Family Relationships, contained half the Social 
Support Utilization items and half the Proactive Coping items. This fifth factor 
appropriately addresses the developmental nature of the previous sample, and the 
importance of following one's own plans in the face of social pressure that may dissuade 
one from a personally preferred career, family, and/or lifestyle focus. Conceptually, 
employed mothers may be less concerned with societal pressure, as their choices for 
career and family have largely been determined. Given the developmental differences in 
the two samples, the current sample's four-factor structure for the MRCI seems to tap the 
conceptual structure put forth by the previous five-factor structure for the MRCI-I. 
Egalitarian Family Relationships is comprised of half Social Support Utilization and half 
Proactive Coping items due to the developmental nature of these two samples. That is, 
the undergraduate sample seems to be more aware of social support and general coping, 
but may not be as aware of how these two areas could inform equality in the family. 
Validity was also established via three sets of hypotheses, constructed to 
substantiate convergent validity for each of the subscales. All three sets of hypotheses 
were supported: (1) Proactive Coping, Lack of Guilt, and Egalitarian Family 
Relationships all negatively correlated with negative affect, or overall distress. (2) 
Egalitarian Family Relationships was also significantly related to satisfaction with 
personal and partner effort in home tasks, perceptions of equality of amount of time or 
effort spent on housework for both self and partner. Additionally, Egalitarian Family 
Relationships were significantly negatively related to more personal effort than partner 
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effort in childcare, and having one's partner's career considered the most important 
within the dyad. (3) Career commitment was positively related to job satisfaction. 
Proactive Coping emerged as the first factor, and is substantiated most by the 
general coping and problem-solving literature bases. A multi-faceted coping factor such 
as this is similar to top tier of the five-tier hierarchy posited by Lazarus and Folkman 
(1991), which is characterized by healthy coping strategies enlisted on a daily basis, 
considered to be essential to "normal" functioning. They point out, however, healthy 
coping constitutes a "subset of adaptational activities", and these must be identified in 
some way as helpful in alleviating distress. Efficacy of coping strategies, then, is 
important, and could be assessed with the MRCI, particularly because it includes a range 
of behaviors, cognitions, and feelings to be measured. 
Proactive Coping can also be linked to the problem-solving appraisal literature, 
which takes a more active role in describing actions typically utilized in daily situations 
requiring coping. Heppner and Krauskopf (1987) identified cognitive processes, but also 
specific affective means of coping, such as passive acceptance, wishful thinking, 
resolving feelings, increasing morale, and minimizing discomfort as ways of focusing 
one's efforts to combat stressors. The current study found Proactive Coping to be 
negatively related to negative affect, lending empirical support to the process of engaging 
in relevant strategies and decreasing personal distress. 
Egalitarian Family Relationships is generally supported by Burley's (1995) path 
analytic model of marital satisfaction, which found that spousal support and equity of 
home labor were mediating variables between home-career conflict and decreased 
marital adjustment. Others have also found that spousal support is related to less role 
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conflict (Gilbert, 1984b; Hemandez-Holman, 1984). The current study found substantial 
evidence for this relation in six different significant correlations between the Egalitarian 
Family Relationships subscale and six different criteria addressing inequity in either the 
division of household and childcare tasks, or inequity in the value placed on one's career 
within the relationship. Additionally, the Egalitarian Family Relationship subscale was 
negatively related to negative affect, indicating that perceived equity in relationships is 
associated with decreases in overall distress. Identifying discrepancies in perceptions of 
equity, then, can aid couples, individuals, and families pinpoint the areas in which 
dialogue can take place regarding redistribution of labor in the home. 
Lack of Guilt also emerged as a factor, and was recoded to reflect positive, or 
preventive, coping efforts in this area. Specifically, most of the items loading on this 
scale refer to self-critiquing regardless of effort or good intentions, and holding 
unrealistic self-expectations. Frequent self-blame and guilt were frequent cognitions and 
feelings housed within this subscale. Recoding, then, conveys being able to prevent self-
blame from occurring too frequently, and allocating appropriate responsibility for the 
outcomes of home-career conflict situations. Guilt has been most often discussed on a 
theoretical basis, with few studies incorporating this construct into their designs. Of 
these, most studies are descriptive (Alpert & Jacobs, 1988; Rankin, 1993) and have not 
linked guilt to other affective or behavioral outcomes. Attributional processes have been 
researched at length, and have been found to affect general depression, but their relation 
to guilt for employed mothers has not been researched. Possibly the best articulated 
research on guilt for employed mothers and fathers to date, investigated specific self-
reference groups as they contributed to feelings of guilt Mothers who compared 
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themselves to their own mothers experienced more guilt due to earlier generations whom 
typically spent more time with their children. Self-comparisons then increased guilt, 
while fathers' self-comparisons to prior generations increased their feelings of self-worth. 
Gender differences in this area are worthy of further exploration, as well as other distress 
experienced in conjunction with guilt, such as depression or anxiety. 
Career Commitment is the fourth subscale of the MRCI, and has been validated 
by the current sample as significantly correlated to job satisfaction. Prior home-career 
research has failed to include a career commitment variable that also addresses the 
interplay of career tasks and home responsibilities. Within the existing home-career 
literature, career commitment has been typically measured in terms of number of hours 
mothers work per week (e.g. Moen & Dempster-McCain, 1987; Owen & Cox, 1988). 
Some studies have included somewhat similar constructs to career commitment, such as 
organizational commitment (O'Driscoll, Ilgen, & Hildreth, 1992) and career progress 
(Nelson, Quick, Hitt, & Moesel, 1990). The Career Commitment subscale would be 
useful in distinguishing outcomes separate from similar constructs, such as satisfaction 
with family time, marital/partnership quality, and amount of personal leisure time. 
Additionally, it is unclear in what way the relationship between career commitment and 
job satisfaction is upheld in home-career contexts. Further research should also explore 
situational dynamics among these constructs to measure when (i.e. in what context) such 
relations or differences are likely to occur. 
Though initial validity of the MRCI and its four subscales was established by the 
second set of hypotheses, further validation is necessary with different samples. Because 
Type I error is increased when conducting validity analyses on this initial sample, the 
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current validity analysis constitutes a limitation of the study. Future studies should 
include similar variables to the current study to compare analyses. For example, Lack of 
Guilt may be better assessed as a lack of general negative affect, or a lack of 
depressive/anxious symptoms. In fact, depression, anxiety, or other negative affect may 
cloud one's perception of recent home and career events, increasing the likelihood that 
perceptions do not match with the "reality" of the household or the workplace. The 
correlational nature of these validity analyses preclude definitive statements regarding 
the directionality of the antecedent and criterion variables. Further research could use 
more sophisticated study designs and analyses to describe the relations involved Finally, 
for the Career Commitment subscale, a significant correlation related to job satisfaction 
was found, but it remains unclear how job satisfaction relates to home-career conflict in 
general. 
Another limitation of the study includes some group differences within the 
sample, most notably significant differences found between professional and merit-pay 
employees on each of the four scales. Though the sample was chosen to include a wide 
variety of occupational titles and status, significant group differences can be used to 
further develop the MRCI, in providing more specific norms and reference group data in 
future supporting research. Identifying characteristics of norm groups will be most 
important for the non-professional portion of the sample, consisting mostly of clerical 
workers. Clerical workers (who are subsumed within the merit-pay category for the 
current study) hold a distinct place in the existing literature on home-career stress, in that 
little research exists on the multiple dynamics (i.e. family, workplace, financial, low-
status, gender) acting to contribute to stress outcomes within this population. For 
117 
instance, Haynes and Feinleib (1980) have established that the women with the worst 
health profiles are married women in clerical occupations who also have children. 
Normative data for specific occupational groups that tend to experience greater levels of 
stress (e.g. nurses, police officers) can further validate the MRCI for use in a range of 
workplaces. Further, research conducted with a more varied type of sample in general 
(i.e. culturally, economically), will also substantiate these results. The current sample is 
comprised largely of European American, middle to upper-middle class women; a 
sample that included those of lower socioeconomic status, or those who are single 
mothers, would add to the breadth of the utility of the MRCI. 
Future research should also utilize theoretical and empirical models that attempt 
to delineate relevant processes contributing to healthy coping with home-career conflict. 
A recent empirical model has examined the interrelations between pertinent career and 
family characteristics contributing to satisfaction with a dual career lifestyle (Perrone & 
Worthington, 2001). In this model, direct paths were found between the criterion, 
satisfaction with the dual-career lifestyle, and these predictors: combined income, social 
support, communication, and a lack of job-family role strain. The MRCI's Proactive 
Coping scale, because of its validity in negatively relating to work-home interference 
seems to address job-family role strain. Also, item content for the Egalitarian Family 
Relationships scale addresses both social support and communication, two key 
components of the model directly affecting dual-career satisfaction. Marital quality was 
also assessed as a second outcome variable. Dual-career satisfaction and coping both 
directly predicted marital quality, suggesting that the MRCI is much needed for working 
with today's couples and families. 
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Perceived equity was also identified by this model as resulting from objective 
demands and job-family role strain, posing another important dimension to career and 
home balancing measured by the MRCI. Gilbert (1985) found that men in role-sharing 
relationships reported lower need for dominance, a higher need for inclusion, and a 
higher degree of felt intimacy between partners and children. Though the current sample 
is made up of working mothers only, future research with a working father sample can 
help explore these relationship outcomes for both genders. 
Long (1998) advocates that institutionalized social roles play a major role in 
stress that results from each of these areas interacting concomitantly. Though roughly 
half of her total sample of managers and clerical workers were parents, the resulting 
model of workplace stress acknowledges that parenting, marriage and overall status 
influence appraisal of stress, effectiveness of coping, and in turn overall life satisfaction. 
Besides differentials in autonomy and status, others have offered what is perhaps the 
most salient difference between managers and clerical workers based on workplace 
environments, which is perceived control over multiple stressors (Carver, Scheier, & 
Weintraub, 1989). The MRCI may be able to facilitate the identification of specific 
home-career strategies that may increase perceived control. 
The MRCI and its subscales holds promise for role conflict research, and specific 
outcomes can now be linked to the presence or lack of effective coping skills. 
Specifically, future research can delineate the impact of ineffective coping, such as 
experiencing frequent home-career guilt, and relate it to other affective states such as 
depression, anxiety, and anger or hostility. Effective coping can be conceptually regarded 
as similar to Engagement Coping, which has been defined as "active efforts aimed at 
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managing both problem and emotion focused aspects of the stressful even" (Tobin, 
Holroyd, Reynolds, & Wigal, 1989). 
Career commitment as a coping strategy should also be researched further in 
terms of its effect on job satisfaction. Job satisfaction is sometimes ignored as an 
important component of successful family functioning (Kinnunen & Mauno, 2001). In 
another model of work interference, flexibility, and job satisfaction, flexibility of the 
workplace has been found to increase job satisfaction, and lessen work interference 
(Marshall & Bamett, 1994). Both job satisfaction and work interference have then been 
directly linked to overall distress. Because the current analysis found that proactive 
coping with home and career activities and career commitment predict job satisfaction, 
role conflict and coping should be investigated as potentially contributing to this model 
as well. 
The development of the MRCI is an important step for the field of Counseling 
Psychology for many reasons. First, the MRCI parallels the philosophy of the field, 
articulating ways that parents may cope with conflicting demands without assuming that 
there is something inherently disordered occurring in their current behaviors. 
Additionally, prior research in the area of home and career demands has, for the most 
part, been conducted in related fields such as marriage and family therapy, sociology, and 
industrial/organizational psychology. Relatively few studies have been conducted within 
the field of psychology, compared to the enumeration of studies that have appeared in 
journals specific to these other fields. Finally, the field of psychology should not continue 
to essentially ignore that multiple roles can have lasting impacts on mothers, fathers, and 
families. As more families take on multiple role demands, coping strategies should be 
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made explicit to the individuals that are currently struggling to cope with potentially 
difficult daily stressors. Coping strategies can then be used to better individual life 
circumstances, and lead to enhanced mental health and life satisfaction. 
The MRCI, with appropriate norms and further research, holds promise as an instrument 
that can be used to assess various important aspects of home-career stress, supported by 
the existing literature. As an instrument addressing behavioral, affective, and cognitive 
coping strategies tailored to typical work-family dynamics, it is appropriate to be used in 
a multitude of different therapeutic contexts. The MRCI could be used in couples 
counseling, family counseling, workplace development, career counseling, and individual 
therapy. Assessment in each of these areas can contribute to major changes in both 
individual parents' daily stressors, as well as overall family and workplace satisfaction. 
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Appendix A 
Demographic Questions 
Please take a moment to circle the correct option, or provide relevant information in the spaces 
provided. Thank you for your time. 
***If you are a parent of at least one child (or stepchild) under the age of 18, please check the box 
below. If you are not a parent of a child under the age of 18, please send the survey back to the 
address indicated. 
0 Yes, I am a parent of at least one child under the age of 18 
Please indicate your job title here: 
1) Your gender: 
(circle) 
A. Female 
B. Male 
2) Your age: 
E. Pacific Islander 
F. Caucasian 
G. Other 
3) Your race/ethnicity: 
A. African American 
B. Native American 
C. Asian American 
D. Hispanic/Latina/Chicana 
4) What is your marital status? 
A. Single (Never married) 
B. Separated 
C. Divorced 
5) If you are involved in a same-sex partnership, please check this box: 0 
6) If MARRIED: How long have you been married? years 
7) If COHABITATTNG: How long have you been cohabitating with your current 
partner? years 
8) If DIVORCED: Do you have full or joint custody of the children? 
D. Married 
E. Cohabitating 
9) If JOINT CUSTODY : How many days per week do you spend with your 
children? 
10) If you are NOT INVOLVED in a partnership, relationship, 
or other stable dating relationship at this time, please check this box D 
PLEASE TURN THIS PAGE OVER TO CONTINUE ON THE BACK 
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11) What is the highest level of education you have completed (circle)? 
A. Grade school 
B. Highschool 
C. Some college 
D. Two year college degree 
É. Four year college degree 
F. Master's degree 
G Doctorate degree (PhD, MD, JD) 
12) Please estimate your household yearly income. 
13) Indicate the number of hours you spend in paid employment per week: 
14) Indicate the number of hours your partner spends in paid employment per week: 
15) Please give the ages, gender, custody status, and hours in daycare per week, of your 
children/stepchildren: 
Age Gender Living with you Weekly hours in 
(circle) (check) daycare 
Child# I M F Yes No 
Child #2 M F Yes No 
Child #3 M F Yes No 
ChUd #4 M F Yes No 
Child #5 M F Yes No 
Child #6 M F Yes No 
16) How many hours do you spend on childcare each weekday? 
Note: *Do not count child's sleeping hours 
17) How many hours do you spend on childcare each day during the weekend? 
Note: *Do not count child's sleeping hours 
18) How many hours per week does your partner spend in paid employment? 
19) How many hours does your partner spend on childcare each weekday? 
Note: *Do not count child's sleeping hours 
20) How many hours does your partner spend on childcare each day during the weekend? 
Note: *Do not count child's sleeping hours 
21) How many times in the last 3 months have you had to make special childcare arrangements 
because your usual arrangement fell through? 
22) How many times in the last 3 months has your partner had to make special childcare 
arrangements because your usual arrangement fell through? 
123 
Demographic information (continued') 
For the remaining sections, please USE A #2 PENCIL, to fill in the circles beside the questions. 
HOME AND CHILDCARE RESPONSIBILITIES 
Please use the scale below to respond to the following questions in this section (#23-#28): 
1 2 3 4 5 
Almost never/ Occasionally About half Frequently Almost always/ 
Never the time Always 
23) Overall, how often are you satisfied with the amount of time you spend on home 
responsibilities? 
24) Overall, how often are you satisfied with the amount of time your partner spends on home 
responsibilities? 
25) How often does your job or career interfere with your responsibilities at home (e.g. 
cooking, cleaning, child care), and spending time with your family? 
26) How often does your job or career keep you from spending the amount of time you would 
like to spend with your family? 
27) How often does your homdife interfere with your responsibilities at work, such as getting to 
work on time, accomplishing daily tasks, or working overtime? 
28) All in all, how often would you say your work and family life interfere with each other? 
Please use the following scale to answer the next two questions (#29-#30): 
J 2 3 4 5 
My partner does My partner We do I do somewhat I do much 
much more does the same more more 
somewhat amount 
more 
29) Please rate the overall distribution of household chores, using the scale above. 
30) Please rate the distribution of childcare tasks in your household, using the scale above. 
Please use die following scale to answer the following question (#31): 
31) Whose career do you feel is valued more in your current partnership, using the scale below? 
1 2 3 4 5 
My partner's My partner's Both are My career My 
career is valued career is valued valued the is valued a career is 
a lot more than mine a little more same little more valued a lot 
than mine more 
PLEASE TURN THIS PAGE OVER TO CONTINUE ON THE BACK 
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Appendix B 
Survey Instrument (MRCI) 
Think about your daily life as a parent, a full-time or part-time employee, and/or a partner at the 
same time. 
Using the following scale, indicate how much you use the following ways to cope with all three roles 
(parent, spouse/partner, and employee). Read each statement and indicate on the answer sheet how 
often you would use it, based on the scale below: 
A B C P E F 
Never Rarely Sometimes Often Almost All the time 
Always 
1) Family members share household tasks with me. 
2) It is my duty to put my home duties before my career. 
3) I hire outside help to assist with chores, so I can devote time to career tasks. 
4) I establish rules and priorities for dealing with roles. 
5) Family members help me resolve conflicts between roles. 
6) I talk to my partner about how I feel about my roles. 
7) I call a good friend when I feel stressed out. 
8) I ask for help when I need it 
9) I delegate household tasks to my children as needed. 
10) I relocate the family if it will benefit my spouse's career. 
11) I am responsible for planning all of the childcare arrangements. 
12) I call a good friend for advice about how to handle home and career tasks. 
13) I feel guilty if my career and parenting commitments make me spend less time with my 
partner. 
14) I take time off time from work to stay home with a sick child. 
15) I rely on my spouse for emotional support. 
16) I feel guilty whenever I stay late at work. 
17) My self-image depends on how well I manage my home and career roles. 
18) I worry about my kids while I'm at work. 
19) I value my career role as much as my home role. 
20) I talk to my spouse if I feel overloaded. 
21) If I feel guilty, I try to avoid the feeling by keeping myself busy. 
22) My career is just as fulfilling as my home life. 
23) I put in extra time at work so that I can be promoted. 
24) It is my duty to put my spouse's needs before my own. 
25) I work so that I can contribute to the family's financial stability. 
26) When I choose to take on a home responsibility, I evaluate how it impacts my work schedule. 
27) I pick up and deliver my children to/from childcare. 
28) Household responsibilities are split equally between my spouse and myself. 
29) My spouse watches the kids during times when I am working overtime. 
30) I pay extra attention to my job performance to make sure that my home commitments do not 
affect my work. 
31)1 take off time from work to take one of my children to a doctor's appointment 
32) I choose carefully among tasks that make demands on my career. 
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33) I monitor if my expectations are realistic. 
34) I think of creative ways to take care of myself. 
35) I arrange for other childcare so I can finish career tasks or projects. 
36) I confront my partner if I devote more time to household tasks than he or she does. 
37) If I plan my time wisely, I am able to spend my free time with my children. 
38) I make sacrifices in my home life for my career. 
39) I express my anger when people close to me take advantage of my commitment to my home 
role. 
40) I feel regret toward my career if my children ask me to spend more time with them when I 
need to work. 
41) If my house is not clean, I blame myself. 
42) I think about my home and career roles in flexible ways. 
43) I feel responsible to plan the meals for the week. 
44) I become involved in a few of my spouse's work related and social activities when 
appropriate. 
45) I try not to listen to coworkers who assume that being a good parent means staying at home. 
46) If my career does not reach my full potential, I can not forgive myself. 
47) When my children are distressed when I drop them at daycare, I cut down on my hours at 
work so that I can devote more time to childcare. 
48) I take off a day from work to chaperone a field trip for my children. 
49) I encourage my partner in his or her home-career struggles. 
50) I rely on my friends for emotional support. 
51) My career is more fulfilling than my home life 
52) If people think I am a bad parent for working full time, I cut back on my hours at work. 
53) I look for positive characteristics of even the most discouraging situations. 
54) I value my career role more than my home role 
55) I will work part-time while my children are preschool age. 
56) I confront others' negative attitudes about my ability to handle career demands, while also 
valuing family responsibilities. 
57) I schedule time to pursue my own interests on days when my partner is responsible for 
childcare. 
58) I make personal sacrifices for the benefit of my spouse's career. 
59) Household duties are divided 50/50 between myself and my partner. 
60) I cook dinner no more than four nights a week after I come home from work. 
61)1 feel guilty about putting my needs ahead of a family member's needs. 
62) I worry about my child's emotional health while he or she is in daycare. 
63) I use strategies so that I will be efficient at work. 
64) I keep a positive attitude at work, even if my home life is hectic. 
65) I experience more costs associated with my career than benefits. 
66) I struggle with my own expectations of what I "should" do as a parent. 
67) I blame myself if the family's schedule is not well coordinated. 
68) I delegate tasks at work when appropriate. 
69) I ask for help completing tasks at work when I need it 
70) I try not to listen to relatives who assume that being a good parent means staying at home. 
71)1 put in extra effort at work to gain promotions. 
72) I am disappointed in myself if I am not able to resolve home-career conflicts. 
73) Being committed to my career helps keep me balanced. 
74) I am satisfied with my best effort in handling my responsibilities. 
75) I am persistent in finding ways to balance my home and career duties. 
76) I evaluate how I am handling my home and career responsibilities from time to time. 
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77) I weigh the pros and cons of the ways I handle my home and career tasks. 
78) I am confident in my ability to resolve potential conflicts between my home and career roles. 
79) I try not to listen to close friends who assume that being a good parent means staying at home. 
80) I confront my partner if I devote more time to childcare tasks than he or she does. 
81) I use my intuition to help me handle potential home-career conflicts. 
82) I write down what worries me about home and career tasks to help me cope with them. 
83) I sort out my feelings when problems arise. 
84) I brainstorm ways to cope with home-career conflicts when they arise. 
85) I work part-time while my children are in grade school. 
86) Childcare duties are divided 50/50 between myself and my partner. 
87) I feel positively about my spouse's career. 
88) I ask my partner about ways to help lessen his or her stress. 
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Appendix C 
JSB AND PANAS-X 
JOB SATISFACTION BLANK 
You are asked to help in a scientific study by answering the questions in this blank. Neither your 
employer nor any of your associates will be allowed to see your answers. Your replies will be 
added to those of many other people, and only the group totals will be published. Do not put your 
name on the paper. Your answers will be worthless unless they are perfectly frank and truthful. If 
for any reason you prefer not to tell exactly how you feel about your job, please return the blank 
unmarked. Fill in the appropriate oval that matches your response to each question. 
32) Choose one of the following statements which best tells how well you like your job. Fill in the 
appropriate oval. 
A. I hate it E. I like it. 
B. I dislike it. F. I am enthusiastic about it 
C. I don't like it G. I love it 
D. I am indifferent to it. 
33) Choose one of the following to show HOW MUCH OF THE TIME you feel satisfied with 
yourjob: 
A All of the time. E Occasionally 
B. Most of the time. F Seldom. 
C. A good deal of the time. G. Never 
D. About half of the time. 
34) Choose ONE of the following which best tells how you feel about changing your job: 
A. I would quit this job at once if I could get anything else to do. 
B. I would take almost any other job in which I could earn as much as I am 
earning now. 
C. I would like to change both my job and my occupation. 
D. I would like to exchange my present job for another job in the same line of work. 
E. I am not eager to change my job, but I would do so if I could get a better job. 
F. I cannot think of any jobs for which I would exchange mine. 
G. I would not exchange my job for any other. 
35) If you could have your choice of all the jobs in the world, which would you choose? 
(Choose ONE) 
A. Your present job. 
B. Another job in the same occupation. 
C. A job in another occupation. 
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36) Choose one of the following to show how you think you compare with other people: 
A. No one likes his/her job better than I like mine. 
B. I like my job much better than most people like theirs. 
C. I like my job better than most people like theirs. 
D. I like my job about as well as most people like theirs. 
E. I dislike my job more than most people dislike theirs. 
F. I dislike my job much more than most people dislike theirs. 
G. No one dislikes his/her job more than I dislike mine. 
37) Which gives you more satisfaction? (Choose ONE) 
A. Your job B. The things you do in your spare time. 
38) Have you ever thought seriously about changing your present job? 
A. Yes B. No 
39) Have you ever declined an opportunity to change your present job? 
A. Yes B No 
40) Are your feelings today a true sample of the way you usually feel about your job? 
A Yes B. No 
PANAS-X 
The following scale consists of a number of words that describe different feelings and emotions. 
Read each item and then mark the appropriate answer in the space next to that word. Indicate to 
what extent you generally feel this way. That is, how you feel on the average. Use the following 
scale to record your answers in the circles provided: 
41) irritable 
42)afiaid 
43) upset 
44) guilty 
45) nervous 
1 Very slightly 
2 A little 
3 Moderately 
4 Quite a bit 
5 Extremely 
46) hostile 
47)jitteiy 
48) ashamed 
49) scared 
50) distressed 
PLEASE PROCEED TO THE NEXT SET OF QUESTIONS 
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Appendix D 
Cover Letter 
June 12, 2000 
Dear Participant: 
We are conducting a study of how working women with children at home handle the various sources of 
stress in their lives, stemming mostly from home and career demands. This study is critical in determining 
how possible interventions could be applied to working women who are juggling multiple stressors in their 
lives. This questionnaire packet contains a cover letter, a demographic sheet, a home and career stress 
questionnaire, and an informational sheet The questionnaire packet should only take about 20 minute to 
complete. We are asking for your participation so that we can team more about how to help working women 
with children, that will benefit families in a multitude of ways. 
The purpose of the research is to identify ways that women cope with the multiple demands in their lives, 
related to their lives at home and at work. Each participant will be assigned an identification number, which 
will appear on the demographic sheet and enclosed coping strategy inventory. These numbers are assigned 
for the sole purpose of «contacting participants if they forget to fill out the packet the first time it is sent. 
Returning a blank questionnaire will indicate a wish not to participate, or would also indicate that you 
believe the study does not pertain to you (i.e. if you are not a mother). These documents will be stored in a 
locked filing cabinet. Participation in this study is completely voluntary, and you are free to skip any 
question in the packet that you do not wish to answer. Because no one except the researchers will know 
whether or not you responded to the questionnaire, nonparticipatron will not affect evaluations of you in any 
capacity. 
Results from the study will be tabulated as group statistics. Confidentiality will be maintained at all times, 
and no individual information will be reported. The overall information gained from this study may be shared 
with the Human Resources Department to aid in employee programming and outreach. This department 
generated the initial list of participant names at random. However, results of the study to be shared would be 
in the form of group statistics. No individual information will be included in the group analysis. Furthermore, 
no identifying information will be retained on the questionnaire or demographic sheet besides an 
identification number. 
A brief informational sheet is also included in this packet. Final results will available to you upon request, 
andean be obtained by contacting either of the researchers. If you have any questions, please do not hesitate 
to contact either of us for further information. My phone number is 
294-8794, or you may email me at ckarr@iastate.edu. Dr Larson's phone number is 294-1487, and her 
email address is lmlarson@iastate.edu. 
Thank you for your willingness to participate in this important study of stress in women's lives. 
Sincerely, 
Carolyn A Karr, MS 
Doctoral Candidate, Counseling Psychology 
Lisa M. Larson, PhD 
Full Professor, Counseling Psychology 
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